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COLLECTIVE BARGAINING AGREEMENT:
PREAMBLE

‘This collective bargaining agreement is entered into between the County of Cook and the Sheriff
of Cook County joint employers of the employees covered by this agreement (hereinafter
referred to as the “Employer™) and the American Federation of State, County and Municipal
Employees (AFSCME), Council 31 for and on behalf-of Local 2226 AFL-CIO (hereinafter
referred to as the “Umon”) ’

It is the purpose of this agreement to achieve and maintain harmonious relations between the
Employer and the Union to establish wages, hours and other terms and conditions of
employment and to provide for equitable and peaceful adjustment of differences over the
interpretation and application of this agreement.

ARTICLE 1
RECOGNITION

Section 1.1 Representatlve Unit:
The Employer recognizes the Union as the sole and excluswe representative for all employees of
the Employer in the job classifications set forth in Appendix A of the agreement. '

Sectmn 1.2 Union Membershm & New Employee Orlentatlon ' -
The Employer does not object to Union membership by its employees. For the purpose of this
Section, an employee shall be considered a member of the Union if he/she timely tenders the
dues required as a condition of membership. The Union, as exclusive bargaining agent, will be

given an opportunity to meet the new lieutenants to present the benefits of Union membership at . -

which time the Union may give such employees a copy of this Agreement.

The Union shall be notified of New Employee Orientation (NEQ) sessions conducted by the
County. The County shall provide the Union with a minimum of one week’s notice of the
session. If new members of a Union bargaining unit attend the NEO session, the Union will be
permitted up to one (1) hour during the' NEO session to acquaint them with the collective
bargaining agreement and the Union’s role in administering it. This time will normally be
scheduled at the end of the session, unless mutually agreed otherwise. Attendance during this
phase of the NEO session will be without loss of pay.

The Union shall have the right to conduct union orientation for each new bargaining unit
employee (and for bargaining unit employees transferring to a new pOSlthI’l covered by a .
different local union) during the employee’s first two weeks of employment in the bargaining
unit or new position covered by a different local union at a time mutually agreeable to the
parties, unless the Employer is conducting a new employee orientation within 2 weeks of the
new employee’s date of hire.
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-Sectiron 13 Dues Check-off:

A. Deductions: The Employer shall honor employees’ individually authorized deduction

- forms, and shall make such deductions in the amounts certified by the Union for union

~ dues, assessments, and fees; and PEOPLE contributions. Authorized deductions shall be

itrevocable except in accordance with the terms. under which an employee voluntarily
authorlzed said deduotlons : -

B.  Remittance: The deductions shall be remitted to the union along with a list of all
employees covered by the Agreement, each bargaining unit employeé’s salary, and the
amount. deducted from eaeh employee.

The Unjon shall advise the Employer of any increase in duesor other ap‘pr'oved. deductions in
-writing at least forty-five (45) days prior to its effective date. The Employer shall 1mp1ement the
merease in the first full pay perrod on or after the effectlve date

Section 1.4 Informatlon Provided to the Union: . '

At least quarterly, the Employer on behalf of all employees covered by thrs agreement, shall -
notify AFSCME Council 31 in writing of the following personnel transactions involving
bargaining unit employees within each department on a work location basis: new hires,
promotions, demotions, reclassifications, check off revocations,. layoffs, reemployments,
transfers, leaves, returns from leave, suspensions, discharges, terminations, resignations,
retirements and Social Security Numbers Such information shall be provided by elecironic
transmission where possible, subject to any applicable protocol. The employer will provide the
local union with information regarding new hires within the bargaining unit within two (2) weeks .
of the effective date of the hire. Such information shall normally include name, _]Ob title,
department work location and shift, 1f apphcable

Section 1.5 Indemmﬁcatlon

The Union shall indemnify and save the Employer harmless against any and all claims, demands
suits, or other forms of liability that may arise out of ot by reason of any action taken by the
Employer for the purpose of complying with any provisions of this Agreement. If an incorrect
'deduction is made, the Union shall refund any such amount directly to the involved employee.

ARTICLE 11
EMPLOYER AUTHORITY

Section 2.1 Employer Rights: o

The Union reeogmzes that the Employer has the full authority and responsibility for directing its
operations and determining policy. The Employer reserves unto itself all powers, rights,
authority, duties and responsibilities conferred upon it and vested in it by State and Federal
statutes and Constitutions, and to adopt and apply all rules, regulations and pollcles as it may
deem necessary to carry out its statutory and constitutional responsibilities. Employer rights
shall be limited only by the specific and express terms of this Agreement Employer rights
include, but are not limited to: :
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H.

The Union recognizes the exclusive rights of the Employer to determine its policies,
standards of services and to operate and manage its affairs and to direct its work force in
accordance with its reésponsibilities. The Employer has all the customary and usual
rights, power and functions of management.

The Union recognizes the exclusive nghts of the Employer to hire, transfer promote,
discipline and suspend employees and to -establish reasonable work rules, make work
assignments, determine schedules of work, methods, processes and procedures by which
work is to be performed, place, methods, means and number of personnel needed to carry
out the Employer’s responsibilities and duties as well as the right to determrne work,
productrvrty, reasonable performance and evaluation standards

The Umon recognizes that the Employer has the rrght to change exrstrng or introduce new
methods equipment or facilities and the right to contract for goods and services. In the -
event that the Employer determines to close facility(ies), building(s), or division(s), the .
parties will make every effort to meet to discuss the relocation of bidded Lieutenants that

~are directly affected. In the event that the Employer decides to re-open any facility(ies),

building(s), or drvrsron(s) to the extent that any Lieutenant vacancies are created (ie. the
Employer opens two tiers versus an entire Division) and where operationally feasible, the
Lieutenants that were previously affected shall be returned by seniority, to their orrgma.l
bided position, providing that they have not opted to bid to another location.

‘The Employer has. the right to make, publish and enforce general orders, rules and

regulations; and the Employer has the right to reclassify exrstlng positions based on.
assigned - duties ‘and responsibilitics, or make changes in assigned duties -and
responsibilities. : R S )

The Employer has the rrght to enter into mutual aid and assrstance agreements with other '
units or government

The Employer has the rrght to establish standards to wh1eh force 1ncludmg deadly force, .

- ¢can be used.

The Employer has the right to take any and all actions as may be necessary to carry out
the duties and responsibilities of the Employer in situations of civil emergency as may be .
declared by the employer. Tt is the sole discretion of the Employer to determine that civil

~ emergency conditions exist, which may include but not be limited to riots, civil disorders,

tornado conditions, floods, other emergency conditions, or other circumstances beyond
the control of the employer that call for immediate action whereas it may be required to.
assign employees as the Employer deems necessary to carry out its dunes and
responsibilities. :

The Employer shall have two (2) administrative moves for the term of this agreement

with one such move being reloadable if vacated.

Section 2.2 Employver Obligation:

The Union recognizes that this Agreement does not empower the Employer to do anythlng that 1t
is prohrbrted from doing by law. .
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Tt is further understood that any actions taken in the areas of wages, hours, and terms and
conditions of employment shall be done in accordance with the Illinois Public Labor Relations
Act. :

ARTICLE 11I :
HOURS OF WORK AND OVERTIME

Section 3.1 Purpose of Article:

- The provisions of this article are intended to define’ and establish regular work hours and to
- provide the basis for calculatmg overtime compensation, and shall not be construed as a
guarantee of hours of work per day or days per week or pay in place of thereof, or as a limitation
upon the maximum hours per day or per week that may be requlred

Sectlon 3.2 Regular Work Period:

A. The Work schedule for Correctional Lieutenant working in the Department of Corrections
shall consist of five consecutive days of work and two consecutive days off.

With the exception of the departments/work areas as hsted in sub-section B below, initial
staffing will be done on a strict seniority basis allowing, all Lieutenants to choose shift,
- division and day off group. It is understood that, staffing numbers may be changed by
the Employer from time to time as requirements Justlfy and provided further that certain

funct1ons may require partlcular qualifications.

B. With respect to the departments/work areas hsted under this sub-section, it is understood
that staffing will not be done on a strict seniority basis, and that the Employer will
consider such factors as training, education, experience, skills and ability, in addition to
seniority when the selection is made by the Employer from among those L1eutenants
bidding for positions within the departments/work areas as set forth herein. = -~

The following are the departments/work areas for which stafﬁng will be determined by
the factors as set forth w1thm this sub-section: :

Program Services Training Audits
Computer Room ERT | ‘Records
Receiving Transportation

It is agreed that should the Employer establish additional staff positions for Lieutenants

~in the Division 9 work area after December 1, 2007 that the additional positions
established after December 1, 2007 only shall be subject to the staffing factors as set forth
within this sub-section of the Agreement and not as set forth in sub-section A.
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All Lieutenants who exercrse a bid and who are not awarded their first choice under sub-

C.
sections A. and B. of this section will be awarded their 2nd or other choices con31stent‘
with their seniority. B
D.. Up to two (2) free moves. ahnually will be allowed for L1eutenants who request a re-
 assignment due to a personal hardship, provided said re—a551gnment is by mutual
agreement. .
"E. Gene‘rally, the Work'week for Correctional Lieutenants working in the DOC will consist
' of the same eight (8) hour units within a seven-day period. The hours of work W111
generally be either one of the following schedules
' 6:00 a.m.—2:00 p.m. - | |
©2:00 p.m. — 10:00 p.m.
10:00 p.m.. — 6:00 p.m.
- Or
7:00 a.th. — 3:00 p.m.
3:00 p.m. -~ 11:00 p.m..
11:00 p.m. — 7:00 a.m.
4:00 a.m. — 12:00 p.m.
12:00 p.m. - 8:00 a.m.
Based on identified needs the Employer will decide the number of Correctronal '
Lieutenants for each shift and days off. Any changes to the above work schedules wrll be
discussed with the Union prior to 1mp1ementat10n ‘ co
_ No Lleutenants shaﬂ be requued' to work more than two (2) consecutive shifts in a '
twenty-four (24) hour period, nor shall an employee be required to work different shifts
{i.e. 8:00 to 4: 00 p.m. one day, 4: 00 to 12:00 midnight another day) within a seven (7) ‘
day perrod
F. Except as provrded eisewhere in this Agreement an Employee s normal work hours shall

generally consist of eight (8) consecutive hours of work. Each eight (8) hour work day shall be

- interrupted by a one (1) hour paid lunch break. An employee who works through his or her
lunch- perlod shall have the following op‘uons

a) Reeerve time and one- half (1 l/z) his/her rate of pay for the one hour lunch perlod
~(le the employee who chooses this option is paid 8.5 hours)

b) Receive double time in compensatory time acerual at ‘his/her rate of pay;
(i.e. The employee who chooses this opt1on is paid 8 hours and glven one (1) hour
compensatory time. )

-~ ¢)By agreement with an individual employee, the Union and the Employer agree to
retain the option of agreeing to release an employee one (1) hour prior to the exprra‘uon
of the employee’s work shift in lieu of the lunch time premrum

: 5
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G. In general, the regular work day for a full-time employee shall consist of eight (8)
consecutive hours of work, in addition to Roll Call at the beginning of the shift, within
- the twenty-four (24) hour period beginning at his/her scheduled starting time. The length
of paid lunch periods and breaks presently granted by each department shall remain m
effect. Employees shall continue to be paid on a bi-weekly basis.

1. " Itis understood that the Shenff reserves the right to adjust schedules in case of an

emergency. Notice of these changes should be g1ven to the Umon as soon as
possible.
2. . No employee shall be.required to work more than two (2) consecutive shifts in a

twenty-four (24) hour period, nor shall an employee be required to work different
shifts (i.e., 8— 4 p.m. one day, 4 -12 midnight on another day), within a seven (7)
day penod

Section 3.3 Overtime Policy and Procedures:

Contingent upon the needs of the Department of Correctlons quahfymg employees will be
afforded the opportunity to work extra hours/shifts at their regular rate of pay plus a premium.
The goal of this program is to deliver increased pay to those employees who perform their jobs
without incident and report to ‘work on a consistent basis. The overtime pay shall be pa,ld on a
bi- Weekly basis w1thm the same time period as worked.

Employees will be eligible to part1c1pate in this program and earn money if they meet the
followmg two requirements: .

1. - Must have had no discipline resulting in suspension in excess of 3 days, or any discipline
for absenteeism or tardiness within the previous six months, begmmng with the date of
the signing of this Agreement.

2. Except for serious,” documented illness, must not have taken more than 4 dock days
' within the preV1ous 51x month period.

Section 3.4 Overtime Pay:

Employees who are required to work overtime will be compensated in cash, or compensatory
time at the rate of time and one-half for all compensated hours worked (except sick leave) in
excess of 80 hours .in a bi-weekly pay period. Employees shall be permitted to accrue a
maximum of four hundred and eighty (480) hours of compensatory time. Effective December 1,
- 2018, in determining whether an employee is entitled to-overtime pay, hours in which the
employee is in pay status because of benefit (PTO) time use for FMLA shall not count toward
the applicable threshold of hours worked.

Section 3.5 Overtime Work: _

Overtime shall be assigned to the employees within the DlVlS]Ol’l and detail who are 1mmedIater
available when the need for overtime occurs.

It is the intent of the parties that overtime will be dlstrlbuted equ1tably among the employees in
the Division and Unit. .

A, Overtime lists will begin from date of contract.
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B. Scheduled overtime will be offered to L1eutenants in desoendmg order from the most
senior to the least senior, using the following process: :

I. Using Correctional Lieutenants already at work and on duty in their respective
divisions and shifts (i.e. using the 11-7 shift for the 7-3 shift, 7-3 shift for the 3-11
shift, 3-11 shift for the 11-7 shift, efc..); If a Lieutenant is assigned to an earlier
shift, (i.e. 10-6, they shall be the last available choice for the oncoming shift(s)

2. The next Lieutenants to be chosen for overtime are those on duty in other
Divisions, followed by; |

3. Lieutenants from the Division/Unit and shift in need who are on RDO;

4, Lieutenants from the same Division/Unit, but on an RDO from another shift; .

5 Any other Correctional Lieutenant. :

‘Section 3. 6 Mandatory Overtlme

If the need for overtime exists and the procedures outlmed in Section 3.5 do not produce enough
- volunteers, the least senior Employee within the division and immediately available shall be
mandated to work the overtime, provided that no Employee shall be mandated again until three
(3) consecutive assigned working days following the mandatory overtime (i.e., an employee
works Friday and is RDO until the following Monday, such employee would not be ellglble for .
~ mandatory overtime unt11 Thursday). -

All mandatory overtime shall be within the division ﬁrst but if there are no employees in
~ the division avallable for manda,tory overtime the employer shall assign as follows :

1. Transfer least senior non-bid employee from another division Who is on their regular
. shift provided such transfer does not adversely affect operations of the division from

which the employee is being transferred.

2. Mandate least senior non—bld employee from another division to work the overtime
shift.

3 Mandate least senior bidded Employee, who is available and on duty, provided such
transfer does not adversely affect operahons of the division from which the
Employee is being transferred

Mandatory overtime assignments shall be rotated in inverse order of seniority to the extent
possible (i.e., the least senior employee shall not be mandated again until all employees have
-been mandated or the mandatory overtime list resets). Employees who volunteer for overtime
shall have overtime c¢ount for purposes of mandatory eligibility (i.e., not eligible for three (3)
days). The employer shall maintain a mandatory overtime list showing overtime assignments for
the purpose of monitoring rotation of mandatory overtime, and the list will reset on the first (159
day every month. All mandatory overtime shall be assigned by a rank higher than the employee
being mandated.

ARTICLE IV

SENIORITY
Section 4.1 Probationary Period:
The probationary period for Correctional Lieutenants shall be for elghteen (18) months from the
date of appointment/promotion. The Employer, at its sole discretion, may return the Lieutenant
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to a Sergeant position at any point during the proba_tio_nary period. It is 'agreed that any/all current
Lieutenants shall be grandfathered and not subject to the increased probationary period.

Section 4.2 Definition of Seniority: :

‘County wide for purposes of the Article, sen1or1ty is deﬁned as an employee s length of most

- recent confinuous employment with the. Employer since hrs/her last hiring date as a full-tlme-
employee :

Section 4.2a_ Definition of Semorrtv ( contlnued) ' :
Department seniority shall be defined as the seniority status of an’ employee in the classification
~ of Sergeant. :

Section 4.3 Reduction in Work Force, Layoff and Recall :

Should the Emiployer determine that it is necessary to decrease the number of employees the
employees to be laid off shall be removed in inverse order of seniority. The affected employees
~ and the Union shall be g1ven notice thereof at least tlnrty (3 0) calendar days prior to the effective
' date.

The Employer, npon request, shall meet with and negotiate with the Union concerning the irnpacr _
on employees resulting there from.. Employees shall be recalled in order of seniority. For the
purposes of layoff ties in seniority shall be broken by us1ng the employee’s Cook County LD.
Number.

. Employees will be offered vacant positions under the Cook County Sheriff’s Office in any other
classification within the jurisdiction of the local union in which there is a vacancy. In the event
there are not vacancies within the jurisdiction -of the local union, the employees will be offered
any other vacancies under the jurisdiction of the Employer, provided that, for all purposes under
" the Section, the vacancy is in an AFSCME-represented classification or is a vacancy under the
Office of the President within AFSCME (excluding 3696-Public Defenders office only), such
vacancies will be offered in sernonty order, the employee possesses the ability and fitness to
perform the job and the vacancy is in a classification equal to or lower rated than the one from
which the employee is laid off. Where the Employer is obligated to fill positions outside the laid
off employee’s local union jurisdiction pursuant to applicable collective bargaining agreements,

such positions shall not be consrdered vacancies for the purposes of this paragraph. :

Sectlon 4 4 Return to Represented Unit: : :

A Lieutenant who has been promoted or transferred o a non-union or exempt position shall have
" their seniority frozen until he/she returns and serves in the classification of a Correctlonal"

Lieutenant. No employee shall accrue seniority in the classification of Correctional Licutenant .
until and unless they serve as a Correctional Lieutenant. Effective upon ratification, any
Lieutenant promoted or transferred to a non-union or exempt position shall stop accruing
seniority as of 12/01/17, but retarn what time they had prior to rat1ﬁcat10n

~ Section 4.5 Termlnatlon of Senlorltv -
" An employee’s seniority and employment relatronshlp with the Employer shall terminate upon
the occurrence of any of the following:




A, Resignation or retirement;
Discharge for just cause;

C Absence for three (3) consecutive work days without notification to the Employer during
such period of the reason for the absence, unless the employee has a reasonable

explananon for such failure to return to work;

D.  Failure to réport to work at the termination of leave. of absence or- vacation, unless the
. employee has a reasonable explanation for such failure to report to work;

E. ‘An .employee’s seniority shall be suspended when the employee is absent from work,

because of layoff for any other reason for twenty-four (24) months
for any employee with less than seven (7) years of service or for thirty-six (36) -

- months for any employee with seven (7) or more years of service except that
‘this provision shall not apply in the case of an employee on an approved leave of
absence, or absent from work because of illness or mjury covered by duty dlsab111ty or
ordmary dlsab1l1ty beneﬁts

F. Fa;llure to report to work upon recall from layoff within ten (10) Work days after notice to
report for work is sent by registered or certified mail or by telegram, to the employee’s
- last address on file with the Personnel Department of the Employer;

G. . Engaéing in gainfdl employment while on an authorized leave of absence unless
permission was granted in advance by the Employer in ertmg '

Section 4.6 Senlorltv List: '
Thirty (30) days after of the signing of this Agreement, and on December 1 and June 1 of each
- year the Sheriff will furnish the Union a list showing the name, number, address, classification,

and last promotion date of each employee in rank, and whether the employee is entitled to =

seniority or not. The Employer shall post a similar list without employee addresses in each
department, division/unit, and work site. Within thirty (30) calendar days after the daie of
posting, an employee must notify the Employer of any error in his/her last hiring date as it
appears on that list or it will be considered correct and binding on the employee and the Union
for that period of time. The Employer will furnish a revised list every six (6) months. After
furnishing, any corrections must be submitted within ten (10) calendar days thereafter, or the
information so furnished will be considered cortect and binding on the employee and the Union
until a subsequent list is furnished by the Employer as provided herein.

ARTICLE V ‘
JOB POSTING AND TRANSFERS

Section 5.1 Vacancy:

A recognized vacancy for the purposec of this Article exists When an employee is transferred
resigns, retires, dies, is discharged, when there are new facilities/units created, or when the
Employer increases the number of employees in a facility/unit, except for details for not more
than 60 days. The Employer shall determine at any time before said vacancy is filled whether or
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not a recognized vacancy shall be. filled. Further, there is no recognized vacancy created as'a
result of emergencies, or when an employee is suspended and removed for disciplinary reasons
for up to 30 days. When an employee is suspended and removed for disciplinary reasons for

~ more than 30 days, a recognized vacancy is created. A sucoessful bidder may not bid for another

recognized vacancy for one (1) year.

Section S.la Vacancy (continued): '
A list of any vacancies so defined shall be submltted in writing, to the union on a rotatmg th1rty

(30) day basis and shall include the sixty (60) day temporary assignments. A minimum

maximum list for staffing of all areas to be submltted, in Wntmg, by the Employer to the union
on a six (6) month basts.

Section 5.2 Posting of Vacancies and Bidding: _
In order to bid for any vacancy, Lieutenants must be on active duty status. No Lieutenant shall
be allowed to bid Who is on duty injury, d1sab111ty leave of absence, or suspensions of 30 days
or more. :

Whenever a recognized vacancy occurs within the division/units, or any other new programs

under the auspices of the Office of the Sheriff of Cook County where there are Correctional
L1eutenants the vacancy will be posted and filled in the following manner:

Al All vacancies shall be posted for a minimum of seven (7) working or calendar days in all
' locations, and in plain view. Postings shall state that the position is in a bargaining unit
represented by AFSCME Council 31, followed by the Local Union number.

B. In order to be considered for the job vacancy the interested employees must submit their
bids in writing to the Executive Director’s office within the seven (7) day posting period.

C. All vacancies will first be filled by the employee with the most department seniority as
defined under Article IV Section 2a of the Agreement, consistent with section 5.6 of this
Article and who bids thereon, provided said employee had the ability to perform the job
and said employee meets all qualification standards required by the unit.

D.  In the event there are no bidders, or no bidders with the e’bility to do the job, the
Employer may fill a recogmzed vacancy at his discretion with the least senior employee
with the ability to do the job or with any consenting employee.

E. The Employer may temporarily assign employees regardless of seniority, without being
required to post said temporary assignment, provided that at the time of assignment it is
anticipated that the assignment will not exceed sixty (60) calendar days. The temporarily
assigned employee will be reassigned to the position from which he was transferred upon
the completion of the temporary assignment. Temporary assignments will not be used to
avoid job posting and bidding. The temporary assignment shall not exceed 60 days
without mutual agreement. Notice shall be given of temporary assignments including
dates of start/ﬁmsh

F. It is recognized that the Employer shall fill a vacancy with the successful bidder within -

15 days after bids are closed.
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G. The parties agree that Lieutenants on maternity or paternity leave shall be allowed to bid .
during any on-going bid process outlined in the collective bargaining agreement. Any
- successful bid may not be honored if the Employee does not return 1mmed1ately at the

end of the desrgnated time of the maternity or paternrty leave.

Section 5. 3 Notification: .

The Employer shall inform the Chief Union: Steward and/or a Union ofﬁcral at the quarterly
meeting above, of the number of the recognized vacancies filled or transfers which the Employer
.exer01sed during the past 90 days. :

Sectlon 5.4 Transfer of Stewards: :

Employees acting as Union stewards shall not be transferred from their job classification, Shlft _
- division/unit, or department because of their activities on behalf of the Union. Any transfers of
" Union stewards from their job classifications or department, other than in an emergency, will be
discussed with the Union in advanee of any such transfers

Sectlon 5.5 Transfers

Any employee desiring a'transfer shall fill out the approprrate form which will remain on ﬁle for
a period of one year. The Employer will not arbrtrarrly transfer employees who do not desire to
‘be moved from hls/her current position. :

: Sectlon 5.6 Exceptlons to the Requlrements of Job Postmg, Brddmg and Transfers.
Probatlonarv Emplovees: - : :

_ Notwrthstandmg any other provision of thls Article V, the Employer has the exclusrve rrght on
- his sole d1soret10n to fill a recognized vacancy with any probationary employee without posting
the vacancy for bidding. However, no later than sixty (60) days after said probationary
employee fills a recognized vacancy, the Employer must post for bidding the position which the
probatlonary employee is then assigned. :

- Job Bidding: With respeet to the specific departments/work areas listed under this section, it is
- understood that the Employer will consider such factors as training, education, experience, skills’
and ability, in addition to seniority when the selection is made by the Employer from among.
those Lieutenants bidding for positions within the operational wnits as set forth herein. The
Employer will-inform the Union of the specific. qualifications required prior to the posting of
positioris for bidding. Selections made by the Employer wrll be 11m1ted to the number established
~ per operational unit set forth in parentheses

CHD (1) . Training (1) IT(1)
Transportation (1) = ERT.(ll) , o " Records (5)
'Receiving (3) SOIC (1) |

. The Umon may challenge placement/seleotlon by the" Ernployer of any employee into the

operational units listed above but only up through Step 2 (pre-arbitration) of the grievance
procedure. However, removal of an employee from any of the listed units above may be
challenged in arbitration.

' 11
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Section 5.7__ Staffing: '
The Employer agrees to assign up to one-half (50%) of Lieutenants covered by this

Agreement to work scheduled details of 1, 2 or 7 for the duration of the Agreement
Tlns shall expire sunset at the expiration of this contract unless renewed.

* Union Administrative Moves: The Union shall have up to three (3) designated “free moves”
annually to recognized vacancies subject to the approval of the Cook County Department of
Corrections. :

Section 5.8 SMT/RTUT Units (12 Hour Shifts)
The parties agree to continue the SMT/RTUT p'rogram as conditioned below:

a. 'Those Lieutenants and Sergeants currently assigned, as of April 4,2018, to both the SMT and :
the RTUT units shall remain in those positions until they bid out.

b. Any additional positions or vacancies after April 4, 2018 shall be filled through the straight
seniority bid process.

¢. Both units are to be mamtamed as separate units.

d. Regular as51gnrnents for the RTUT will be six (6) Lieutenants and twelve (12) Sergeants
Regular assignments for the SMT will be six (6) Lieutenants and eight (8) Sergeants. If areas of
responsibility expand in either Unit, the Employer and Urnon will meet to discuss potential
mcreased staffing. :

e. RDO rotation for both units shall be as eurrently practreed in the RTUT unit.
f.  Holidays pald at eight (8) hours.

For purposes of qualifying for the 4 hours of comp time per pay period, any pard medical or pard
FMLA leave will count towards the 84 hours. For example: if an employee calls off medmal an entire
pay perrod he or she would use 84 hours of medical time and be credited 4 hours of comp. tarne ).

ARTICLE VI
RATES OF PAY

Section 6.1 Job Classification/Rates of Pav

All employees covered by this Agreement shall receive the approprlate salary provided for their
respective grade and length of service as set forth in Appendix A of this Agreement. Employees
will be increased to the appropriate step upon completion of the required length of service in the

- classification.

The salary grades and steps apphcable to thrs bargaining unit shall be 1noreased as follows during -
the term of this agreement:

Effective upon ratification employees_ will receive a $1,200 lump sum payment.
Effective FY 2019 Employees will have a one year step freeze.
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Effective the first full pay penod on or after September 1 2019 the pay rates for all
classifications shall be increased 2.00%. _

Effective December 1, 2019; the pay‘ schedule for the Court Services Lieute’nantsl_shall be
applicable to members of the Local 2226 bargaining unit. - :

-Effectlve the first full pay period on or after September I, 2020 the pay rates for all
class1ﬁcat10ns shall be increased 2.00%.

|

Section 6.2 Court Time: '

If an employee is required by the Department to appear in court during off duty hours, such court
time will be considered hours worked for purposes of determmmg overtime compensatlon in
accordance with Artlcle 3, Section 3.4 of this Agreement and the Fair Labor Standards Act. ‘

Sectlon 6.3 Temporarv Ass1gnment Pay
Effective December 1, 2018, an employee who is directed by the Department Head, or the
Department Head’s de31gnee to and does perform, or who is held accountable for the

distinguishing duties or responsibilities of a higher rated job, within an AFSCME-represented

bargaining unit, for two (2) weeks or more shall be paid at the higher rate for all such time from
the first day of the assignment. For the purpose of calculation of payment, assignments of one-
half (1/2) day.or more shall be considered a full day. The Employer will equitably rotate such
assignments on the basis of seniority among the employees at the work location who have the
ability to do the job. The Employer shall not rotate employees in order to circumvent the
~payment provisions of th;lS sectlon :

Employees pald for acting in a hlgher—rated job shall be paid as 1f they had been promoted to the
higher-rated job. Employees assigned to an equal or lower-rated position shall be paid their
. proper permanent classification rate. :

The maximum time that a position may be filled through temporary assignment shall be four (4)
months, except where the regular incumbent is on a leave of absence, in which case.it shall six
(6) months, after which time the Employer shall either discontinue the assignment or post the
position as a vacancy. The time limits may be extended by mutual agreement of the Employer
and the Union.

ARTICLE VII

HOLIDAYS
Section 7.1 Designation of Holidays:
A. The following days are hereby declared holidays except in eme;gency and for necessary

operations, for employees in the bargaining unit. It is understood that for those
employees working on a 5-on 2-off schedule holidays are included in the schedulmg and
may or may not fall on the appointed day:

1.  New Year’s Day - January 1
2. Martin Luther King Day - Third Monday in January
3. Lincoln’s Birthday - February 12 '
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4 Presidents’ Day - Third Monday in February
5. Pulaski Day First - Monday in March '
6.  Memorial Day - Last Monday in May

7.  Independence Day - July 4

8. Labor Day - First Monday in September

9. Columbus Day - Second Monday in October
10. Veteran’s Day - November 11

" 11. Thanksgiving Day - Fourth Thursday in November-
12 Christmas Day - December 25

It is the intent of the Employer that ‘all employees be granted twelve (12) holrdays or
equivalent paid days off per year. Should certain holiday fall on Saturday, the preceding
Friday shall be set as the holiday; should a certain hol1day fall on Sunday, the followmg .
Monday shall be set as the holiday. :

In addrtlon to the above, any other day or part of a day shall be considered a hohday

“when so de51gnated by, the Board of Commissioners. -

Employees who work on any one of the six (6) major hol1days ie., New Year’s s Day,
Memorial Day, July 4® Labor Day, Thanksgiving Day and Christmas Day shall receive

time and one half (1%) for all hours worked plus an add1t10na1 day off with pay _

Employees who work on any one of the seven (7) minor holidays, shall recewe straight

_ time pay for all hours worked plus an additional day off with pay.

Section 7.2 Hohdav in Vacatlons

If a holiday falls within an employee’s scheduled vaeatlon such employee if otherwise ehg1ble
shall be granted an add1t1onal day of vacation. - Holidays must be used W1thm one (1) year from
. date earned. - .

|

i,

Section 7 3 Floatlng Holiday'

@

(b)

'In add1t1on to the holidays llsted an employee shall be credited with one (1) ﬂoatmg | _
~ holiday on December 1 of each year, which must,be used by the employee between -
“Decembet 1 and November 30. The floating hohday may not be carried over into the

next fiscal year by the employee except as provided below. The floating holiday will be
scheduled in accordance with the procedures for vacation selection. Use of the floating
holiday is restricted to a full day increment. Request shall not be unreasonably dénied. If -

~_the floating holiday is not used prior to the end of the fiscal year November 30%), the -

employee shall be compensated in cash (at the applicable rate) or compensatory time, in

* accordance with current practice provided that the employee has submitted at least three

(3) requests for such floating holiday by September 1 and the employer failed to grant
one of the three days requested

_If an employee is requ1red to work on an approved ﬂoatmg holiday, the employee shall

receive one and one-half times the employee’s regular hourly rate for the hours actually
worked plus either: 1) eight (8) hours pay, including shift premlum if applicable, at the
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same hourly rate or; 2) eight (8) hours compensatory time. The form of compensation
((cash or compensatory time), and the usage of such time, shall be in accordance with
current practice of the Employer in effect on the date of this Agreement.

ARTICLE VIl
VACATIONS

Section 8.1 Vacation Leave:

A,

All bargaining unit emplOyees who have completed ‘one year of service with the
Employer, including service mentioned in Paragraph E of th1s section, shall be granted

- vacation leave with pay for periods as follows:

~ Anniversary Days of - Maximum !

of Employment -  Vacation Accumulation _
1st thiu 6th _ 10 working days 20 working days
7th thru 14th - 15 working days 30 working days

15th thru 20th: 20 wo_rking days 40 working days

" Computation of vacation leave shall begin at the initial day of employment at 0.3847

days per pay period, with the rate of accrual increasing thereafier on the sixth (6th)
anniversary to 0.5770 days per pay period and on the fourteenth (14th) anniversary to
0.7693 per pay period. Employces must be in a pay status for a minimum of five (5) days

_1n a b1-weekly pay perwd to accrue time in that period.

All 1nd1v1duals employed on a part- tlme work schedule shall be granted vacat10n leave
with pay proportmnate to the t1me Worked per month,

Employees may use only such vacation leave as has been earned and accrued prov1ded
however the five (5) working days of the initial vacation allowance may be allowed after
the ﬁrst six (6) months of service.

Any employee of the County of Cook who has rendered contmuous service to the City of
Chicago, the Chicago Park District, the Forest Preserve District, the Water Reclamation
District of Greater Chicago and/or the Chicago Board of Education shall have the right to

~ have the period, of such service counted as employees of the County for vacation credit
only. All discharges and resignations not followed by reinstatement within one (1) year

shall interrupt continuous service and shall result in the loss of all prior service credit.
Credit for such prior service shall by. established by ﬁlmg, in the Office of the

Comptroller of Cook County, a certificate of such prior service from such former place or

places of employment

In the event an employee has not taken vacation leave as provided by reason of -

separation from service, the employee or in the event of death, the employee’s spouse or
estate, shall be entitled to receive the employee’s prevailing salary for such unused
vacation periods.
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In _computing years of service for vacation leave, employees shall be credited with regular

working time plus the time of duty disability.

Any Cook County employee who is a re-employed veteran sh_all be entitled to be credited
with working timhe for each of the years absent due to Military service. All vacation time
shall be the same as if employment has continued without interruption by Military
service.

Holidays recognized by the Employer are not to be counted as part of a vacation.

Sectlon 8.2 Vacation Preference and Schedulmg

Insofar as pract1cab1e vacations will be granted to meet the requests of employees ' Where two
or more employees in the same department performing the same job request vacation on the
same day for the same calendar period and all the employees cannot be released at the same time,

~ then the vacation requests shall be granted in order of the employees semonty, by the date in

current ranlk.

ARTICLE IX
- WELFARE BENEFITS

Section 9.1 Hospitalization Insurance: Emplovee Contributions:

A. The Employer agrees to mamtam the level of employee and dependent health
benefits in accordance with Append1x C.

B. Children will be el1g1ble for health insurance benefits in accordance with applicable
state and federal law.

- C. Employees who have elected to enroll in the County's PPO health benefits plan ehall :

contribute, in aggregate, by offset against wages, the amount of their base salary set
forth in Appendix C as a contribution towards premiums. Employees who have -
elected to enroll in the County's HMO health benefits plan shall contribute in
aggregate, by offset against wages, the amount of their base salary as a contribution
towards premiums. All rules and procedures governing the calculation and

* collection of such contributions shall be established by the County's Department of
Risk Management after consuliation with Council 31. All employee contr1but1ons
for Health Insurance shall be made on a pre-tax basis. :

In the event that the County agrees to or acquiesces in more favorable treatment to any
individual or group covered by the County health benefits insurance, with respect to the
health benefit plan, employee contribution levels, cost of living increases scheduled to go
into effect on June 1, 1994, and January 31, 1995 Council 31 members shall receive the
more favorable treatment as well.

Domestic partners of the same sex shall be eligible for the County's health, dental, and
vision benefits in accordance with the Cook County resolution regarding Employee
Domestlc Partnership Benefits.
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Section 9.2 | Sick Lcave'

A. All employees other than seasonal employees shall be granted.sick leave with pay at the
- rate of 0.4616 days per pay period, in which an employee is in a pay status for a
minimum of five (5) days in a bi-weekly pay period. Accrued sick leave will carry over if
employees change offices or Departments within the County as long as there is no break

in service longer than thirty (30) days. :

B. - Sick leave rnay be accumulated to equal, but at no time to exceed one thousand four
hundred (1,400) hours at the rate of ninety-six (96) hours per year. Records of sick leave
credit and-usage shall be maintained by each office, department, or institution. Severance
of employment shall terminate all rights for the compensation hereunder. The amount of

- leave accumulated at the time When a sick leave begins shall be available in' full, and
~ additional leave shall continue to accrue while an employee is using that already
accumulated.

C. Srck leave may be used for illness, drsabrhty incidental to pregnancy, or non—_]ob related
' injury to the employee appointments with physicians, dentlsts or other recognized
practitioners; or for serious illness, disability , or injury, in the immediate family of the
- employee. After forty (40) consecutive hours of absence due to. illness, upon return to -
work all employees shall submit to their department head a doctor's certificate as proof of
1llness Likewise, before being allowed to return to work, employees must receive
permission from the County doctor. All time used shall be charged to the employee. In
the event that an employee will be off for forty (40), the employee will furnish the
Employer with a doctor's statement as soon as possible and will keep the Employer '
- informed as to when he/she anticipates returning to work. ‘

D. If, in the opinion of the Employer, the health of an employee warrants prolonged absence
from duty, the employee will be pcrrmtted to combine lns/her vacation, sick leave and
personal days : :

E. The employee may apply for disability under the rules and regulat1ons estabhshed by the
: Retirement Board

F.. .The parties agree to a two (2) hour call -in notlﬁcatron by employees when using
srck/F MLA/Personal time to the Employer 8 call in center (sick line).

Section 9. 3 DlsabllltV Benefits - ‘ _ ‘
Employees -incurring any occupational illness or injury will be covered by Workers'
Compensation insurance benefits. Employees injured or sustaining occupational disease on duty,
~who are off work as result thereof shall be paid Total Temporary Disability Benefits pursuant to’
the Workers' Compensation Act.. Duty Drsabllrty and ordinary disability benefits also will be
paid to employees who are- participants in the County Employee Pension Plan. Duty Disability
and ordrnary disability benefits are paid to the employee by the Retirement Board when the
employee is disabled while performrng work duties. Benefits amount to seventy-five percent
(75%) of the employee's salary at the time of injury, and begin the day after the date the salary
“stops. Ordinary disability occurs when a person.becomes disabled due to any cause, other than
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 injury on the job. An eligible employee who has epplied for such disability compensation will
be entitled to receive, on the thirty-first (31st) day following disability, fifty percent (50%) of
salary, less an amount equal to the sum deducted for all annuity purposes.

~ The first thirty (30) consecutive days of ordinary disability are compensated for only by the use
of any accumulated sick pay and/or vacation pay credit unless the employee and the Employer
otherwise agree. The employee WlIl not be reqmred to use sick time and/or vacation time for any
day of duty disability.

Section 9.4 Short—Term Disability
The Employer agrees te provide a voluntary short—term disability product by December 1, 2018.

Section 9.5 Life Insurance:

All employees shall be provided with life insurance in an amount equal to the employee's annual
salary (rounded to the next one thousand dollars ($1,000)), at no cost to the employee, with the
option to purchase additional insurance up to a maximum of the employee's annual salary No
life insurance shall be offered through the County's HMO plans.

Section 9.6 Pension Plan: _ :
Pension benefits for employees covered by this Agreement shall be as mandated under Chapter
'108-1/2 of the Illinois Revised Statutes ‘

Section 9.7 Maintenance of Beneﬁt_s_:_ _ _

All economic benefits that are not set forth in this Agreement and are currently in effect shall
continue and remain in effect until such time as the Employer shall notify the Union of its
intention to change them. Upon such notification, and if requested by the Union, the Employer
shall meet and discuss such change before it is finally implemented. Any change made without
such notice shall be considered temporary pending the completion of such meet-and-confer
discussions,

Section 9.8 Employee Assistance Program

The Employer has established an Employee Assistance Program (EAP) to function as a’
professional diagnostic and referral service for employees. This program is designed to deal
comprehensively with any personal problems of employees that affect their physical or mental
. health and which may have a negative impact on their work productively. It is understood that
EAP is not intended to be a substltute or alternative to dlsetplmary action, when such action is
warranted. -

Section 9.9 Dental Plan:
All employees shall be eligible to partte1pate at no-cost to them, in the dental plan in accordance
with Appendix C. No denta.l coverage shall be offered through the County’s HMO plans.

Section 9.10 Vision Plan: :
All employees shall be eligible to participate, at no cost to them in the vision plan in accordance
with Appendix C. No vision coverage shall be offered through the County’s HMO plans.
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Section 9.11 Hospitalization - New Hires:-

All new employees covered by this Agreement shall be required to enroll in the County HMO
plan of their choosing, such enrollment to be effective from the date of hire through the
expiration of the first full health plan year following such date of hire.

Section 9.12 Flexible Benefits Plan:

All employees shall be eligible to participate at no cost to them, in a flexible benefits plan to be
established by the County. Such plan shall include segregated TRS accounts for child care and
medlcal expenses ' .

Section 9.13 Insurance Coverage:
Employees on layoff status shall retain health and dental insurance coverage for a period of four
{4) months following the month in which the effective date of the layoff occurs with the
Employer paymg the full premium, single or family plan as appropriate.

Section 9.14 Personal 1 Support Program (PSP):

In addition to the County’s Employee Assistanice Program, coverage will begm for all AFSCME
bargaining unit members and their dependents under the AFSCME Personal Support Program
(“PSP™). Effective December 1, 2006, The Employer agrees to pay twenty nine dollars ($29.00)

per year, per AFSCME bargalmng unit member to the AFSCME Benefit Plan and Trust to fund -

the PSP.

The Union and the County share a mutual interest in improving bargaining unit members’
knowledge of available employee services. - The parties therefore agree to work together to
increase awareness by both bargaining unit- members and superv1sory employees of the
- opportunities for assistance offered by the PSP. :

When making a supervisory referral to an employce asmstance program, supervisors shall inform
employees that AFSCME’s PSP is an acceptable option.

_ Section 9.15 Me Too Clause:

The Employer agrees that if during the term of this Agreement it enters into any new agreement
with corrections officers providing for increased wages, or health insurance benefits, or
conditions more favorable than those described in this Agreement, that the Employer shall
1mmed1ately apply such provisions automatically to this Agreement.

Section 9.16 Parental Leave:

All full-time Employees shall be eligible for paid time off as a result of the birth or adoption of a
child ("Parental Leave") under the following conditions. To be eligible for Parental Leave an
employee must apply for and be determined to be eligible for FMLA (Family and Medical Leave
Act) leave. If an employee has FMLA coverage at the time he or she requests Parental Leave.
and has utilized some or all of the allotted 480 hours of FMLA mver‘&ge, the employee will
nevertheless be entitled to Parental Leave pursuant to all other provisions of this section and
provided that the employce subm1ts an FMLA certification form to support the request for
Parental Leave. :

Eligible employees are entitled to receive the following Parental Leave:
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Up to four'(42 weeks of Parental Leave to a birth mother to recover froni a non-surgical
delivery: or

Up to six (6) Weeks of Parental Leave to ‘a birth mother to recover from a surgical -
dehvery or : :

Up to two (2) weeks of Parental Leave for the birth of a oh1ld or children to a spouse or
domesnc partner or civil union partner: or

. Uptotwo (2) Weeks of Parental Leave for the adopt10n of a Ch_‘lld or ch1ldren by the employee or
- the employee s spouse or domestlo partner or civil union pa:rtner _

Parental Leave shall be. adnumstered in conjuncuon with the’ Farmly & Med1cal Leave Act and
may be combmed with other accrued pa1d time off such as vacation, petsonal, and or sick time to
“achieve the maximum amount of paid time off while taking FMLA leave. However, employees

'~ cannot use Parental Leave prior-to the date of birth/adoption and must use Parental Leave in a -

continuous block of time beginning on the day of birth or adoption. An employee who qualifies
- for Parental'Leave_ may be entitled to additional time off pursuant to the FMLA. Health
insurance  benefits . for an employee receiving Parental Leave shall be maintained and
administered under the same conditions-as for an employee covered by FMLA. :

* Parental Leave shall be considered an alternative to Maternity or Paternity Leave under Section
104 and an employee who chooses Parental Leave will not be eligible for additional Matermty
or Patemtty Leave. :

Section 9. 17 Matermtv/Paternltv Leave: . ‘
Employees, except those who have applied for and been granted paid Parental Leave, shall be
granted maternity or paternity leaves of absence to cover periods of pregnancy, post-partum child
care and adoption with regard to an employee or an employee’s domestic partner or ‘¢ivil union
partner. " The length of such leave, in general "shall not exceed six (6) months, but may be
renewed by the Department Head.

Sectlon 9.18 Family Responsibility Leave

In addition to Maternity/Paternity Leave (Section 9. 18) and/or Parental Leave (Sectlon 9. 17) an
employee who has at least two (2) years of service and has a need to be absent from work to
meet family responsibilities arising from the employee's role in his/her family or housshold shall,
upon request and for good cause shown, be granted a leave of absence for a period not to exceed
a total of six (6) months (increasing up to one (1) year for those employees who have accrued
personal leave entitling them to more time under.current County policy) without pay. Eligible -
employees are entitled to up to twelve (12) work week’s unpatd leave for Family and Medical
Leave Policy. Insurance coverage shall be maintained ‘only in accordance with the Family
Medical Leave Act ("FMLA") leave, i.e., up to twelve (12) weeks and meeting FMLA standards.
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ARTICLE X N

- ADDITIONAL BENEFITS '
Sectlon 10.1 Bereavement Leave
In the event of death in the immediate family or household an employee will be granted as an
excused absence such time as reasonably may be needed in comlectmn therewith. For purposes
of this Section, an employee's immediate family includes- mother, father, husband/wife, child
(mcludmg step children and foster children), brothers/sisters, grandchildren/grandparents,
‘spouse's parents or such persons who have reared the employee. Any of the days between the
date of death and date of burial (both inclusive), plus any necessary travel time, on which the
.employee would have worked except for such death and on which he/she is excused from his/her
regularly scheduled employment, shall be paid for at the regular straight-time hourly rate
(including any applicable shift premium), provided, however, that such payment shall not exceed
three (3) normal days’‘pay. Where death occurs and the funeral is to be held outside a one-
hundred and fifty (150) mile radius from the Cook County Building, 118 North Clark Street,
Chicago, Illinois, the employee shall be entitled to a maximum of five (5) normal days’ pay.
To qualify for pay as provided herein, the employee must present satisfactory proof of death,.
. telationship to the deceased and attendance at the funeral. Any additional time needed in the
event of bereavement may be taken as emergency vacation. If an employee's vacation is
interrupted by a death in the immediate family, bereavement pay as descnbed herein shall be
allowed and such days will not be counted as vacation. - :

. ‘Section 10.2 Personal Days '

All employees except those in a per diem or hourly pay status shall be permitted four (4) days
. off with pay each fiscal year. Employees may be permitted these four (4) days off with pay for
personal leave for such occurrences as observance of a religious holiday or for other personal
reasons. Such personal days shall not be used in increments or less than one-half (1/2) day at a
time. Personal days shall not be used as additional vacation leave. :

Employees entitled to receive such leave, who enter Cook County employment during the fiscal
year, shall be given credit for such personal leave at the rate of one (1) day for each full fiscal
quarter in pay status; except that two (2) personal days may be used for observance of religious
holidays prior to accrual, to be paid back in the succeeding two (2) fiscal quarters. No more than
four (4) personal days may be used ina fiscalyear.

If the health of an employee warrants a prolonged absence from duty, the employee will be
permitted to combine personal days, sick leave, and vacation leave. -

Personal days off shall be scheduled in advance to be consistent with operating necessities and
the convenience of the employee, subject to such approval In oredztmg personal days, the fiscal
year shall be divided into the following quarters:

Ist Quarter. December, January, February
2nd Quarter: March, April, May

3rd Quarter: June, July, August
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4th Quarter: September, October, November
Severance of employment shall terminate all rights to accrued per_sonal. days.

Section 10.3 Jury Duiy:

Approval will be granted for leave with pay for any jury duty imposed upon an employee Any
compensation, however, exclusive of travel allowance received, must be turned over to the
‘employer by the employee :

Section 10.4 Drills:

All employees who attend monthly drills on the Weekends that are not on their regular days off
must work two (2) of their regular days off before attending the drill. Tf the _employee does not
work off days first, the Sheriff/Designee will allow the employee to take vacation, compensatory :
time, or personal days for the weekend. The employee must notify the Shenff/Des1gnee n
writing at least ten (10) workmg days before the scheduled drill date :

Section 10.5 Educational Fund: :

The Employer agrees to allocate funds for education purposes in each year of the Agreement to
be made available to all AFSCME Council 31 bargaining unit employees. The amount allocated
shall. be an aggregate total of forty thousand dollars ($40,000) for all AFSCME Council 31
* bargaining units. Employee requests for such funds shall be for reimbursement for the costs of
courses offered through any certified educational institution, including community colleges,
continuing adult education, and other training or technical institution. Such course work shall be -
employment related.  An employee may request funds up to an amount no greater than five
hundred and fifty dollars ($550) in a fiscal year Approval for reunbursements shall be offered
on an equitable basis. _

The parties shall meet upon reasonable notice regarding this educational benefit..

Section 10.6 School Conference and Activity Leave:

The Employer must grant an employee leave of up to a total of eight (8) hours during any school
~ year in increments of no less than one (1) hour, no more than four (4) hours of which may be
taken on any given day, to attend school conferences or classroom activities related to the
employec's child in accordance with the School Visitation Rights Act 820 ILCS 147/1 et seq.

ARTICLE XI
LEAVES OF ABSENCE

Section 11.1 Regular Leave: :
Leaves of absence without pay for employees shall be granted in compliance with the Rules and
Regulations of the Employer and the Cook County Sheriff’s Merit Board

A. Leaves of absence without pay may be granted to any member of the Department of
~ Corrections. The leave shall be from the position and rank he or she holds at the time the
leave is granted and on termination of the leave, the officer shall be returned to the same
or comparable position he or she held at the time the leave was granted. Leaves of
absences shall not be granted to any Correctional Lieutenant who has not completed his

or her probationary period.
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B. All leaves of absence, except for mrlltary service, shall be for one (1) year or less, with
the privilege of obtaining a new leave at the expiration of the first. Leaves. of absence
may be granted by the Sheriff with notification to theé Merit Board. A Lieutenant who
fails to return to his/her position following the granted leave, or to request and be granted
a new leave of absence on or before the exprratron of this first leave, shall be deemed to
have re31gned

- Sectlon 11.2 Seniority on Leave: _ o

An employee on an approved unpaid leave of absence shall retain s¢niority, but shall not accrue
pension benefits during such ‘period (except as may be otherwise provided in the County's
Pension Plan). Employees shall, however reteive retroactrve mcreases for all time in which they
were m pay status. : '

Section 11.3 Retentlon of Benefits: o ' :

An employee will not earn sick pay or vacation credlts while on aleave of absence An employee

on a leave of absence except for matemrty or patermty leave will be required to pay the cost of

the insurance benefits provided in Article IX in order to keep these benefits in full force and

~effect during the period of leave. Arrangements for ‘payment of such costs through normal
deduction or ethermse must be made with the County's Payroll office pr1or to departure on the

leave. . :

For the fallure to make such artangements, the County may cancel insurance beneﬁts which will -
be reinstated upon the employee 's return to work.

- Section 11 4 Unlon Leave:

A leave of absence not to exceed one (1) year W1thout pay, w111 be granted to an employee who is
- elected, delegated or appointed to participate in duly authorized business of the Union that
requires absence from the job. Such leave may be extended by mmutual agreement. Employees
duly elected as delegates of the Union will be allowed time off, without pay, to attend State and
National conferences and conventions of the Unjon, not to exceed ten (10) work days for sach
employee. Sick pay, vacation pay and insurance beneﬁts will be provrded as set forth in Section
11.3 of this Article. -

Elected delegates will be perrmtted to attend a national and/or state AFSCME conventmn once
every other year without loss in pay for the time spent in roite. to and from and attendmg the
convention, up to two (2) days for state conventlons <

Con_ventlon delegates as per the following per local:
Loss than 100 -1
Less than 200 -2 -
- Less than 300 - 3
Less than 400 - 4

.One (1) per additional thousand or fraction thereof,
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Section 11.5 Military Leave: ' : : :

An eligible employee who requires leave from employment for purposes of military service shall
be entitled to compensation, benefits, restoration rights, and other guarantees provided by
applicable federal or state statute or Cook County Ordinance or Resolution.

An employee who has at least six (6) months or more of continuous actual service and is a
member of the Illinois National Guard or any of the Reserve Components of the Armed Forces
of the United States, shall be entitled to a leave of absence with full pay for limited service in
field training, cruises, and kindred recurring obligations. Such leave will normally be limited to -
eleven (11) working days in each year. ' '

Section 11.6 Veterans’ Conventions: _ ) :

Any employee who is a delegate or alternate delegate to a National or State convention of a
recognized veteran's organization may request a leave of absence for the purpose of attending
said convention, provided, however, that any employee requesting a leave of absence with pay
must meet the following conditions: o o

1. The employee must be a delegate or alternate delega‘ie to the convention as established in
the by-laws of the organization.

2. -They must register with the credentials committee at the convention headquarters.

3. ‘Their name must appear on the official delegate-alternate rolls that are filed at the State
' headquarters of their organization at the close of the conventions. '

4. They must have attended no other convention, with a leave of absence with pay, during
the fiscal year. o -
5. The employee must produce, upon returning from the convention a registration card

signed by a proper official of the convention, indicating attendance.

Section 11.7 Educational Leave: : :
Upon request, a leave of absence for a period not to exceed one (1) year may be granted to a full--
time employee with at least two (2) years of service, if operational needs allow, in order that the

" employee . may attend a recognized college, university, trade or technical school, or high school,
provided that the course of instruction is logically related to the employee's. employment
opportunities ‘with the County. Such leave shall nof be arbitrarily or capriciously denied. Such
leave may be extended for good cause and in accordance with the operational needs of the
County. ' -

Section 11.8 Use of Benefit Time: . _ . ,
Except where required by law, each employee covered by this Agreement shall not be required to
use accumulated time prior to going on unpaid leave. '
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- ARTICLE XII
GRIEVANCE PROCEDURE

Section 12.1 | Policy: _ ‘ '
The provisions of this Article supplement and modify the provisions of the Employer’s
-G_rie'vance Procedure applicable to all employees.

The purpose of this Article is to specify the method by which employees may present gnevances
and seek redress.

This policy shall apply to all bargaining unit employees without dlscnmlnaﬁon as to age, sex,
marital status, race, creed, color, national origin, disability, pohtlcal afﬁhatlon or p011t10a1
act1v1ty

All employees shall have a nght to file a grievance and shall be assured freedom from coercion,
restraint, or reprisal.

The term “Employer” as read throughout this procedure refers to both the County and the Sheriff
as “Joint Employers.” Tt is recognized that because a joint employer relationship exist, certain
grievances are appropriately answered by the elected official, and others by County
Administration, depending on the subject matter of the grievance. ' :

The Employer is committed to fair employment practices and recognizes its responsibility to
review and make reasonable effort to resolve employees’ grievances. ‘

An employee is encouraged first to discuss the problem with the immediate supervisor.

If the employee feels the problem has not been-satisfactorily adjusted as a result of this
discussion, the employee may advance review in accordance with this grievance procedure.

Section 12.2 Definition:

A grievance is a difference between an employee or the Union and the Employer with respect to
the interpretation or application. of, or compliance with the terms of this Agreement between the
Employer and Union. All grievances shall be in wr1t1ng and contain a statement of the facts, the
provision(s) of the agreement which the Employer is alleged to have violated, and the relief
. requested. Failure to provide all of the above shall not be grounds for denial of the grievance.

Section 12.3 Representation: ‘

Employees may take up grievances throtigh Steps One to Three either on their own and
individually or with representation by the Union. If an employee takes up a grievance without
Union representation, any resolution of the grievance shall be consistent with this Agreement and
the Union representative shall have the right to be present at such resolution. A grievance
relating to all or a $ubstantial number of employees or the Union’s own interests or rights with
the Employer may be initiated at Step Three only by the Chief Union Steward or Designee.
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. Section 12.4 Grievance Procedure Steps: | o
The steps and time limits as provided in the Employer s Grievance Procedure are as follows:

- Submission _ - Time lelts ,
~ Time Limit . To Whom "~ Meeting = Response
Step This Step . Submitted - (working (working
(calendar. : 3 S days) . days)
days) I S
1 15 days Exec. Dir./Designee © 5days - 5 days
2 - 10days Sheriff/Designee or ~ 15 days 15 days
' L Human Resources o :
‘ . Director/Designee B -
3 30 days Ilnpartial Third Party .15 days 30 days

t
<

The term “Des1gnee indicates an 1nd1v1dual who i is at the same adm1mstrat1ve level as the tltled
position refereneed in Steps 1 and 2. :

The ﬁhng or the appeal of a gricvance shall be consistent with the time periods as provided for in

the schedule set forth above. The initial time limit for presenting a grievance shall be fifteen (15) -
~ days. Time limits may be extended by mutual agreement in writing between the employee
and/or the Union and the Employer

. At each step of the grievance procedure the appropriate Employer representahve shall meet in
accordance with the time limits provided herein. The primary purpose of the meetings shall be
for the purpose of attempting to resolve the grievance. The Employer representative shall be
willing, and shall have the authority needed to engage in meaningful discussion for the purpose
of resolving the grievance. There shall be no tape recording of any grievance meetings. When
the meeting does not result in a resolution of the grievance, the Employer representative shall
respond to the Union, in writing, within the time limits provided herein. Step 2 responses in
which the Employer denies the grievance shall cite spec1ﬁc reasons/justification in support of the
denial. -

Where the authorlty to resolve gr1evanees does not exist at the prel1m1nary steps of the grlevance
procedure gr1evances may be ﬁled by the Union at the appropriate advanced step.

Imnartlal Thlrd Partv Arbltratlon -

Prior to advancing a grievance to 1mpart1a1 third party arbitration the parties agree to, within
twenty (20) calendar days of the receipt of the Employer’s step 2 response, convene a meetmg
between the Councﬂ 31 Staff Representative/authorized designee and a representatwe from the
. Employer’s legal department/authorized designee. Meetings shall be held once a month at a time
mutually agreeable to the partics. The purpose of this meeting is to attempt to reach a
satisfactory resolution prior to advancmg the grievance to arbitration. Any contractual time
limits governing the appeal to arb1trat1on shall be suspended during the pendency of this
meeting. _ .
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If the Union is not satisfied with the Step 2 answer, it shall within thirty (30) days after
receipt of the Step 2 answer submit in writing to the Employer notice that the grievance is
to enter Impartial Arbitration. If the two parties fail to reach agreement on an Arbitrator
within ten (10) days, the Employer and Union may request the Local Labor Relations

Board, the Federal Mediation and Conciliation Service or the American Arbitration
~ Association to provide a panel of arbitrators. The parties agree to utilize the Local Labor

Relations Board and Federal Mediation and Conciliation Service before resorting to the

American Arbitration Association. Each of the two parties will confer within 7 days of

receipt of the panel to alternately strike one name at a time from the panel until only one
shall remain. The remaining name shall be the Arbitrator. The Unioh and the Employer
will make arrangements with the Arbitrator to hear and decide the grievance without
unreasonable delay. The decision of the Arbitrator shall be binding.

Expenses for the Arbitrator’s services and the expenses that are common to both parties .

to the arbitration shall be borne equally by the county and the Union. Each party for an
Arbitration Proceeding shall be responsﬂ)le for compensatmg its own representatwes and
witnesses. :

Th_e Arbitrator, in his_/her opinion, shall not amend, modify, nullify, ignore or add to the
provisions of this Agreement. The issue or issues to be decided will be limited to those
presented to the Arbitrator in writing by the Employer and the Union. His/her decision

must be based solely upon histher interpretation of the. meamng or apphcatmn of the

express relevant language of the Agreement

" The Umon and the County shall meet within thirty (30) days after the effective date of

this Agreement for the purpose of selecting a permanent panel of seven (7) arbitrators.

- The arbitrators shall be sclected on a rotating basis. Either party shall have the authority

to strike an arbitrator from the permanent panel at any time. The struck arbitrator will
proceed on the cases currently assigned, but will not receive any new case assignments.

In the event that an arbitrator is struck from the panel, the parties shall meet as soon as -
' poss1b1e to choose a mutually agreed upon replacement. Nothing herein shall prevent the

parties, by mutual agreement, from selecting an arbitrator from outside the panel. Absent
such agreement, the arbitrator shall be selected from the panel in accordance ‘with the
above procedure.

If an arbitration date is postponed, the party (Union or'Emﬁloyer) responsible for the

p,o'stp_onement shall also be responsible for the arbitrator’s charges in connection with the -
postponement. In'the event the grievance is resolved the partles shall split the

arbitrator’s cancellatlon fee.

Section 12.5 Stewards: '

A.

The Union will advise the Employer in writing of the names of the Stewards and

alternates and shall notify the Employer promptly of any changes. Upon obtaining .

approval from their supervisor before leaving their work assignment or area, Stewards
will be permitted to handle and process grievances referred by employees at the
appropriate steps of the grievance procedure during normal hours without loss of pay,
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provided that the operations of the Employer are not adversely affected. In all cases the
primary mission of the employer and proper manpower considerations shall be
controlling. It is mutually recognized that the principle of proportional representatron isa
sound and sensible bas1s for determining the number of stewards.

B. The Employer recogmzes that AFSCME Local 2226 shall be granted a total of one (1)
Chief Steward to service members of the bargaining unit and handle grievances, in
oonJunctlon with the unit Stewards. Said Chief Steward will have the time necessary to
act in this manner without loss of pay or benefits.

It is further mutually agreed that the Local Union will, within two (2) weeks of the date
of the signing of this Agreement, serve upon the Employer a written notice listing the
Union’s authotized representatives employed by the Employer who are to deal with the
Employer on behalf of the Union. The Union shall not be liable for any activities unless
so authorized. The Union shall notify the Employer of any changes of these
representatives durrng the term of this Agreement.

After giving appropriate 1’10th6 to -their supervisors outside the bargaining unmit,
employees shall be allowed two (2) days with pay to attend certified stewards training, if
“such attendance does not substantially interfere with the Employer’s operations. Such
training shall not exceed two (2) work days for each steward who has not prev1ously
attended trarnrng The Unron Shall provrde proof of attendance.

Section 12.6 Union Business Representatives:

- Duly authorized business representatives of the Union will be permitted at reasonable times to
enter the appropriate Employer facility for purposes of handling grievances or observing
conditions under which employees are working. These business representatives will be
identified to the Sheriff/Designee in a manner suitable to the Employer on each occasion, and
will first secure the approval of the Sheriff/Designee to enter and conduct their business so as not
to interfere with the operation of the Employer. The Union will not abuse this privilege, and
such right of entry shall at all trme be subject to general Sheriff Department rules apphcable to . -
non~employees

' Section 12.7 Expedited Arbitration;
The parties may mutually agree that a grievance shall be submitted to expedited arbitration. If
the partics agree to expedited arbitration, the following provisions of this paragraph shall apply.
- Immediately upon notification of the designated arbitrator, the parties shall arrange a place and
date to conduct a hearing within a period of no more than thirty (30) calendar days, unless the
parties agree to a longer period. If the designated arbitrator is not available to conduct a hearing
within the thirty (30) calendar days and the parties do not otherwise agree to a longer period, the
next panel member in the rotation shall be notified until an available arbitrator is obtained.
Nothing herein precludes multiple cases being heard on the same day before the same arbitrator.
The hearing shall be conducted under the following procedures:

a..  the hearing shall be informal,

b. no briefs shall be filed or transcripts made;
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c. there shall be no formal ruIes of evidence; however the arbitrator shall only rely.
. on credible relevant ev1dence

d. the hearmg shall normally be completed within one (1) day,

€. the arbitrator may issue a bench decision at the hearing, but in any event shall
~ render a decision within seven (7) calendar days after the conclusion of the
hearing. ‘Such decision shall be based on the evidence before the arbitrator and

shall include a brief written explanation of the basis for such conclusion. Any
arbitrator who issues a bench decision shall furnish a written copy of the award to

the partres within seven (7) caIendar days of the close of the hearmg .

The decision of the arbrt:rator shalI be ﬁnal and bmdmg, except that it shall not be regarded as
' precedent or be 01ted in any future proceeding. o L

'The parties ﬁ.lrther agree to increase the number of arbitrators on the paneI to twelve (12)

The parties shall develop a process by which the procedure shall fllllCT.lOl’l as prov1ded herem 1o
later than srxty (60) days after the date of ratification. :

ARTICLE XTI
* DISCIPLINE

* General Statement: '

. This policy shall apply to all Correct10na1 Lieutenants under the jurisdiction of the Sherrff of
Cook County, The term “Employee,” as used throughout’ this procedure shall also be
understood to include any recognized employee representative.

Sectlon 13.1 Purpose: :
To provide a mechanism Whereby disciplinary action will be initiated in a series of progresswe
steps depending upon the severity of the rules infraction.

Sectlon 13 2 Pollcv

A D1sc1p11nary action is taken when an employee has committed an infraction of a County
rule or regulation or general or special order of the Sheriff’s Office as specﬁied in rules
' govemmg employee conduct or other behavior deemed unacceptable '

.B. Gr__ounds for disciplinary action generally fall into ﬁve (5) basic categories:
1. Atterldance proBlems |
2. Insubordination |
- 3. Unsatisfactory work performance

4, Misconduct on the job
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5. Certain instances of miscondﬁct off the job

In general, acts committed while off duty will not be grounds for disciplinary action,
unless the results of such acts significantly impair the ability of the employee to perform

- his/her work, adversely affect the operations of the employing department or bring
County service into pubhc disrepute.

C. DlSCIpllIle is 11;1:ended to be correction and should follow a series of timely and
progressive steps to change the employee’s unacceptable conduct or behavior and is
based upon the commission of the same or 51m1lar infraction, except for maJor cause
infractions as defined elsewhere.

D.  In general, disci'plihe will include the following stéps:

- 1., Written reprimand(s)

-2. Suspension(s)

*3. Discharg.e
E. Dlsc>1phnary action for major cause 1nfract10ns need not be progressive. Examples of
major cause infractions include, but are not limited to the follomng mlsconduct by an
employee:

1. Negﬁgence leading to an escape.
2. Negligenée fesulting in injury to a staff member or inmaté.
- 3. Desertion of post. |
4. Embezzlement or theft of detaines, employee or County property.
5. Failure to observe all Federal, State anci Local laws.
6. F,éilure to proﬁerly register weapon(s) or impr_opér use of a weapon.
7. Willful destruction of property.
8. Bringing contrabénd into. the institutioﬁ.

9. Absence of three (3) consecutive work days without notifying the office of the
~ Chief of Security.

10. Inmate, eniploye’e or visitor abuse.

11. More than four (4) medical days absent provided that the employee does not have
sufficient time to cover those medical absences or other dbsences within any
consecutive twelve (12) month period, that cannot be documented as a major or
chronic illness, disability or injury on duty. A doctor’s.statement will be required
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in individual instances where the department has sufficient reasons to suspect that
the individual did not have a valid health reason for the absence.

12. More than six (6) tardies in any consecutive twelve (12) month period.

13. Use, possession or bemg under the influence of controlled substances or un-
prescribed drugs

14. Use, possession, or being under the influence of alcohol at work.
15. Major acts of insubordination.
16. Sleeping on duty verified by more than one person.'

F. Sick time is not to be used by employees as vacations or simply to take time off with pay,
but employees shall not be disciplined for the bona fide use of sick time. The Employer
shall keep the Union informed of employees suspected of abusing sick time and the
Union will cooperate with the Employer in counseling individuals in an effort to
minimize such abuse. Excessive absences from work when not documented as a major
illness, disability or injury on duty are unacceptable. This includes both misuse or abuse
or medical time and dock time, The parties agree that when an employee is “written up”
for misuse of sick leave, that Employee shall provide a doctor’s note at or before his/her
Step 1 grievance hearing. In the event the Employee fails to provide such documentation,
the grievance shall be denied.

G. Disciplinary action may begln or advance to any step dependent upon the nature of the
infraction. Once disciplinary action has been taken against an employee, such
disciplinary action on the particular charge cannot be increased in severity, unless
additional facts are presented, which increase the severity of the offense. Any subsequent
adjustment of the discipline Sha.ﬂ be made only by mutual agreement in settlement of the
dispute. :

H. Should it be necessary to reprimand an employee, management will attempt to admlmster
such reprimand so as not to unduly cause embarrassment to the employee (example:
never on roll call or in the presence of an inmate or visitor).

1. All discipline shall be given only for just cause. The level of disciplinary action and/or
degree shall be appropriate to the lnfractron including, if approprlate consideration of the
following: :

1. Documentation of employee’s past conduct.

2. Whether or not the employee was adequately warned and counseled of the
consequences of his/her conduct.

3. Length of service.

4. Seriousness and circumstances of the infraction.
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5. County of Sheriff’s Office practice in similar cases.
6. Motives and reasons for violating a rule.

Section 13.3 Appeals Procedures: :

Departrhent dlscrphnary actions for suspensions shall be subj éct to the grievance procedure
Merit Board action is subject to administrative review of the Circuit Court of Cook’ County.
Grievances involving written reprimands shall be initiated at Step 1 and may be processed only
through Step 3 of the grievance procedure. Should the union consider the suspension of an

. employee to be improper, the Union shall submit a written grievance to the Sheriff.or his/her
designated representatrve within ten (10) calendar days of the Union’s receipt of the formal
notice of the action.- The gr1evance shall be processed in accordance with Step 3 of the grlevance
proeedure

'Sectmn 13.4 I‘)iscl:iplin::lr's'r Action Form'

A The d1501plmary action form is to be completed for all steps of disciplinary action. A
form mutually agreed on by the Sherlff and the Unron shall contain at least the followrng

1. Name of employee bemg_ d1s01p11r1ed.
2. Date of report.
3. Date and time of infraction. -
4. The irifractio_n eommifted, with a deSeriprien;‘ _
5. _Supervisor signature space. . |
B. © The disciplinary action form is given to an errrployee by his immediate Supervisor_‘in a
conference discussing the disciplinary action. The form shall be signéd by the immediate
supervisor or the Sheriffs designee and the employee. If the employee refuses to sign the -

~form, the refusal will be noted in the space demgnated for the employee's srgnature by )
both the superv1sor and the union steward. . : -

c. Cop1es of the drsmplrnary action form are dlstribured as follows:
| 1. The Employee N |
2. The apprbpria‘re personnelr office
| 3. Chief Steward
4. Executi\re Director
: 5 ‘ Superintendent and/or unit supervisor
~ 6. Internal Investigations
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Seetion 13.5 Suspensmn for Thirty (30} Calendar Days or Less:
Suspensions for thirty (30) calendar days or less may be given when there has been prev1ous
disciplinary action or for the first infraction of a serious nature.
A. Suspensmns for thirty (30) calendar days or less is documented ona dlsc1p11nary action
~form and given fo an employee ina conference after approval of the Sherlff/Desrgnee

B A disciplinary action form is completed and distributed as specrﬁed_prewously. . |

C. . A disciplinary action form documenting a suspension of three (3) days or less will be
disregarded and removed from the employee's personnel file after twelve (12) months
from the occurrence provided that the employee has received no other suspension during
this twelve (12) month period. If there was another suspension of three (3) days or less
during this time period, then the disciplinary action forms will be so removed twere (12)
months after the employee s last suspension. : : :

D. A disciplinary action form documentmg a suspension of more than three (3) days for a
single infraction, but less than thirty-one (31) days shall not be' considered against the
- employee for purposes of promotion after two 2) years from the occurrence provided
that the employee has not received any other suspensrons involving more than three (3)
days for a single 1nfract10n during this two (2) year perlod

Section 13. 6 Disciplinary Action that May Apply to Summarv Pumsh'ment,
(Se¢ Summary Punishment provisions adopted simultancously with this Disciplinary Action
Policy and Procedure )

Section 13. 7 Suspenswns of More Than Thlrtv (30) Days or Dlscharg_ -

Effective upon ratification, suspensions of more than thirty (30) days .or more, excludmg
recommended discipline where demotion or termination is sought shall be adjudicated
exclusively through the grievance and arbitration procedure and there shall be no appeal to the
Merit Board. The parties shall agree upon a panel of arbitrators and the decision of the arbitrator
shall be. final and binding on the partles provided the arbltrator does not exceed hrs or her
-authority under the Agreement.

Discharges shall be handled by Merit Board action in accordance with the State of Ilhnms
Statutes (Chapter 125 of the Ilinois Revised Statutes).

Section 13.8 Cook County Sheriffs Merit Board

It is understood that employees are’ subject to the rules and regulations of the Cook County
Sheriffs Merit Board. Any disciplinary actions referred to the Merit Board seeking dlSClphIle
including discharge are not subject to the terms and conditions of this Agreement.

Section 13.9 Union Representatlon
The right to be represented at any step of the d1501p11nary action rests solely Wlth the employee

The Employer may, but is not required to, conduct an investigatory meeting with the employee
who is the subject of the investigation. If an investigatory meeting is conducted, any employee
who is the subject of the investigation or reasonably belicves that he/she may receive disciplinary
action as a result of such meeting, shall be entitled to Union representation upon request..
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~ Section 13.10 De-Deputization:

An investigation by the Office of Professional Review (OPR) that results in the de-
deputization of an employee may be challenged by the Union and presented in arbitration on
an expedited basis within thirty (30) calendar days of the de-deputizaton, provided however
that the allegation that serves as the basis for the de-deputization is not to be adjudlcated at
the Sheriff’s Merit Board. :

The arbitrator’s review and decision in cases where a de-deputization is challenged by the
Union will only concern whether the de-deputization was justified. Should the Union’s
challenge be successful and barring the filing of criminal of charges against an employee,
the employee will then be re-deputized. -

" A panel of arbitrators will be selected by the Union and the Employer to réview challenges
to a de-deputization by the Employer based upon the panels participants’ agreement to the
conditions and procedures agreed to by the parties, and to a thirty (30) calendar day time
period in which to render a decision regardmg the Union’s challenge. .

Section 13.11 Retirement Credentials:

Any Lieutenant who retires from the Cook County Sheriffs Office after completing fifteen (15) ‘

years of service shall receive a retirement 1.D. that shall be given to the retiree within sixty (60)
“days of the date of retirement. The I.DD, shall state Cook County Sheriff’s Correctional Lieutenant
and have the word “retired” on it. In the event that the retiree’s L.D. is lost or stolen, the
replacement cost shall be $150.00 for a replacement 1.D.

The issuance of the employee’s retirement credentials will not be delayed due to pending
discipline (except Merit Board discipline) and the employee will be given histher retirement
credential within sixty (60) days upon the submission by the employee to the Employer of the
“employee’s retirement notice. The employee must have fifteen (15) years of service with the
Sheriff’s Department and be otherwise in good standing.

Retirement Stars and Identification cards may be revoked upon criminal conviction or any other
State/Federal law that would prohibit such credentials.

ARTICLE X1V
SUMMARY PUNISHMENT

Section 14.1 Purpose: -

A.  Defines the scope of Summary Punishment procedures.

B. Identifies those acts or omissions which are conmdered less serious mlsconduct of a

minor nature,
C. Outlmes a schedule of penalties for use by supervisory and command members to ensure

uniformity in administering Summary Punishment.

D. Sets forth procedures to be followed by supervisory personnel in imposing Summary
Punishment. '
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Section 14.2 Definition'

A Summary Pumshment is an alternative to formal d1501p11nary procedures when conduct _‘ _
defined as a less serlous rmsconduot is observed by or comes to the aftention of a’
- department supervisor. :

B. Less serious misconduot are acts of omissions, not of serious nature, which lend
- themselves to prompt and appropriate corrective action. It would include those violations
of the Department of Corrections rules, orders and procedures which pose no threat to the

' safety or security of correctional staff, inmates or the institution.

Examples of less serious misconduct molude but are not hmlted to:

1.

Al

10.
11.
12.
13,
14

15.
16.
17.
18,
19.

Tardiness for duty. A Lieutenant shall be deemed fo be tardy if the L1eutenant
fails to physically report for duty at the a331gned starting time.

i Failure to comply with department uniform standards.

Taking excessive time for lunch.

Farlure to provide prompt correct and courteous serv1oe

Tardmess or failure of a Lleutenants to appear in court or to not1fy superrors of his
1nab1hty to appear. : :

Failure to perform asaigned tasks.

Inattention to duty i.e., lounging on post, unnecessary visiting with citizens or

- other officers or non-sworn members except for ofﬁcral busmess excessive phone

calls.
Minor abuse of medroal roll.-.
Belng unfit for duty for reasons other than major cause 1nfract1ons

Absence without permission under conditions other than major cause 1nfraotlons

Minor traffic offense.

F ailure of a sworn Lieutenant to comply with department.weapons regulations.

Minor acts of drsrespect foa superior officer.

Possessing a commercial type radlo television, personal camera or tape reeorder
while on duty. :

Transporting persons in a departr'nent vehicle, exoept for official use.
Reading commercial publications in public view.

Misuse of department eq'uipme:_dt or vehicles.

Use of loud and profane‘language. '

Failure to present a neat and professional appearance.
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-

Section 14.3 Summary Punishment Limitations:

A. Supervisors will exercise discretion without favoritism in the application of Summary
Punishment. Care will be taken that critical assignments are not left unstaffed as a result
of _the imposition of Summary Punishment. :

B. The 'Summarjf Punishment which may be administered for .less serious misconduct other
than tardiness and minor abuse of medical roll shall be limited to:

-~ FIRST OFFENSE: A written reprimand.
SECOND OFFENSE: Suspending an affected member for one (1) day without.
THIRD OFFENSE: Suspending an affected member three (3) days without pay.

More than three (3) sustained less serious mlsconduct cha;rges will result in action taken
under major cause infraction.

C. In cases of tardiness, Summary Pumshment which may be admlmstered shall be hrmted
to the following:

Three (3) tardies in any consecutive twelve (12) months written reprimand.

Four (4) tardies in any consecutive twelve (12) months one (1) day off Wlthout
. pay. :

Five (5) tardies in any consecutive twelve (12) months - two (2) days off without
pay. : ' ' |

Six (6) tardies in any consecutive twelve (12) months - three (3) days off without
pay. I | | o
More than six (6) tardies within any consecutive twelve (12) month period shall
be considered and result in a disciplinary action for major canse infraction.

In cases of minor abuse of medical roll, Summary Punishment shall be apphed when a

Lieutenant commits any one or more of the four (4) following acts:

1.

Calls the department claiming med1ca1 but does not have enough time to cover
those days:

Does not tender medical statements substantiating his absence - four (4) stralght
Worklng days or not 1nclud1ng days off.

Fails to call the department within prescrlbed time limits to explam an absence
(absent late call or absent 1o call). Additionally, in the case of no call, Summary
Punishment shall be in addltlon to one (1) day off suspensmn without pay for not

_callmg in.

Calls in claimiﬁg medical while working another job except when 1) the-call-in
" involves the same work hours and work shift as the hours/shift that the employee

is normally scheduled to work for the Employer, or 2) that the call-in is part of an
on-going pattern and not an isolated incident. First Offense: (3) days without pay.
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H.

The Summary Punishment which may be administered in cases of minor abuse of
medical roll as set out above shall be limited to the following:

1. . First offense within any consecutive twelve (12) month period - a written -
reprimand.
2. Second offense within any consecutive twelve (12) month period - one (1) day of
suspension without pay. ,
3. Third offense within any consecutive twelve (12) month period - two (2) days of
suspension without pay.
4. Fourth offense within any consecutive twelve (12) month period - three (3) days

of suspension without pay.

5. More than four offenses within any conseCut1ve twelve (12) month period shall
' constitute and result in d1se1pl1nary action or major cause infraction.

A L1eutenant who develops a history of repeated less serious m1sconduet shall constitute
and result in d1$01plma:ry aetlon agamst said Lieutenant for major cause mfrae‘uon

Generally, a Lieutenant will be allowed to use accumulated time due personal days or
work regular days -off without pay to satisfy days off without pay, i.e., suspension,
imposed against said Lieutenant as a result of Summary Punishment. However, the

" initial loss of wages as a result of being absent without permission shall not be considered

as Summary Punishment served

Action reeemmended under Summary Punishment shall not bar a recommendauon for a
more severe penalty, when add1t1onal facts give rise to a potentially more serious offense.

Summary Punishment shall not be used to process a citizen complalnt. All citizen

complaints shall be forwarded to the Internal Investigation Division.

Section 14.4 _Procedure.s:

A.

‘When a Summary Punishment is deemed appropriate, the supervisor initiating the process
will complete the Summary Punishment Action Request form within thirty (30) days
upon which he will indicate the less serious misconduct and recommendation for
Summary Punishment Penalty and sign in the appropriate signature block. The Summiary
Punishment Action Request form will then be reviewed with the affected member who
shall (no later than the next reporting date) sign the form on the appropriate signature
block and indicate on the form by checking the appropriate box one of the following
three (3) options: :

1. Acceptance of the recommendatmn Summa:ry Punishment which shall constitute a
waiver of the grievance procedure :

2. Refuse to accept the Summary Pumshment and request a hearing which shall
constitute a'waiver of the grievance procedure.
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B Refuse to accept the Summary Pumshment and unplement the GT1evance '
' Procedure. : : :

| B. Acceptance of Summary Pumshment

1. Upon acceptance of the - Summary Punishmient by the affected member the

- initiating supervisor shall sign the Summary Punishment Action Request form in

the indicated signature block along with the affected member and forward the

form with any other pertment documentation to the Shift Commander. The Shift

Commander shall review the form for completeness and accuracy and sign in the

appropriate signature block indicating approval or disapproval. The Shift

Commander then.shall forward the form to the appropriate Superintendent/Unit

* Supetvisor, who shall review the form with any other-attached pertinent

“informiation and sign in the appropriate signature block indicating approval or
disapproval. The Superintendent/Unit Supervisor shall then forward the form to

the Executive Director/Designee for final approval. ‘

2. . Each level of review shall have the authority to alter the recommendation within
the scope of the Summary Punishment limitation contained in this Article.

C. Refusal - Request for Heaﬁr_tg

1. Upon refusal of the acceptance of. Summa:ry Punishment by the affected member
by signing in the appropriate space for the request of a-Hearing, the Summary: -
Punishment Action Request form shall be forwarded through the same Chain-of
Command as delineated in B(1) above. Tach level of review shall have the

- authority to alter or disapprové the prior recommendation w1th1n the scope of the
‘ Surmnary Punishment limitations contamed in this Art1cle

2. If the affected member still requests a hea:rlng, the Executlve D1rect0r/De81gnee
shall submit the Summary Punishment Action Request to a hearing board for final
determination. The hearing board’s determination shail be bmdmg and final on
-both parties and not subject to the gr1evance proeedure -

| D. Refusal Grievance

1. !/ TUpon reﬁlsal of the acceptance of Summary Pumshment by the affected member.
by signing in the appropriate space for grievance, the affected member shall have
15 calendar days to submit a union grlevance form to Step 1 of the grievance
procedure. Failure to submit a union grievance form within the time limits shall

constitute a waiver of the gnevance procedure and acceptance of the Summary

Punishment.
E.  Miscellaneous
1. . Nothing contained in this Article shall preclude obtaining an internal investigation

number and investigation, when additional facts glve rise to a potentially more
serious charge.
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2. A copy of the Summary Punishment Action Request form shall be forwarded to
the personnel/payroll supervisor and indicate all pemnent information for
payrolltimekeeping purposes :

F. Summa:rv Pun1shment Action Request Form ( SPAR) _
A written reprimand or suspension of three (3) days or less will be disregarded and removed
from the employee’s personnel file after twelve (12) months from the occurrence, provided that

- the employee had received no other written reprimand or suspensmn during the twelve (12)
month time period. If there is another written reprimand ‘or suspension of three (3) days or less
during this time period, then the (SPAR) will be removed twelve (12) months after the
employee s last written reprimand or suspension.

ARTICLE XV
CONTINUITY OF OPERATION

Section 15.1 No Strlke ‘

The Union will niot cause or permit 1ts members to cause, and W111 not sanction i in any way, any
work stoppage, strike, picketing or slowdown of any kind or for any reason, or the honoring of =
any picket line or other curtailment, restriction or interference with any of the Employer’s
functions or operations; and no employee will participate in any such act1v1t1es during the term
of this Agreement or any extension thereof :

Sectlon 15.2 Unlon Responsﬁnlltv :
Should any activity prescribed in Section 15.1 of this Article occur, wh1ch the Union has or has -
‘not sanctioned, the Union shall immediately; :

(a)- pubhcly d1savow such action by the employees or other persons involved;

{b) advise the Employer in writing that such action has not been caused or sanct1oned :
by the Union;

(c) notify the employees stating the Union dJSElppI‘OVGS of such actlon mstructmg all
employees to cease such action and return to Work immediately;

(d) take such other steps as are reasonable appropriate to bring about observance of
the provisions of this Article, including comphance W1th reasonable requests of
the Employer to accomplish. this end.

Section 15.3 No Loek Out:
The Employer agrees that it will not lock out its employees durmg the term of this Agreement or
an extension thereof. :

Section 15.4 Preservation of Rights:
In the event of any violation of this Article by the Union or the Employer the offended party :
may pursue any legal or equitable remedy otherwise available, and it will not be a condition
precedent to the pursuit of any judicial remedy that any grievance procedure provided in this
Article be ﬁrst exhausted. : : :
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‘Section 15.5 Dlscha_ge of Violators:

The Employer shall have the right to discharge or otherwise discipline any or all employees who
violate any of the provisions of this Article. In such event, the employee or employees, or the
Union in their behalf, shall have no recourse to the grievance procedure, except for the sole
purpose of determining whether any employee or employees participated in the action prohibited
by this Article. If it determined that an employee d1d S0 pamclpate the d1301p11nary action taken
by the Employer may not be disturbed.

ARTICLE XVI1
MISCELLANEOUS

Sectlon 16.1 No Discrimination: - :

No employee shall be disctiminated against on the basis of race, color, sex, age, religion,
disability, national origin, ancestry, sexual orientation, marital status, parental status, military
discharge status, political affiliation and/or beliefs, or activity or non-activity on behalf of the
Union. The County and the Union acknowledge that the County of Cook has adopted and
~ implemented a human rights ordmanee which will be complied Wlth

It is the policy of the Employer that applicants for employment are recruited, selected, and hired
on the basis of individual merit and ability with respect to positions bemg filled and potential for
promotions or transfer that may be expected to develop.

Apphca.nts are to be recruited, selected, and hired without discrimination because of race, color,
creed, religion, sex, age, national origin, marital status, disability, or act1v1ty on behalf of the
Union. : :

¢

Section 16.2 Health and Safety:

A General The Employer shall endeavor to provide a safé and healthful work environment

- for all employees. The Employer-agrees to comply with all apphcable state and federal

laws. The parties shall share information adequately and fully in order to assure that

health and safety issues are adequately addressed. Where there is a serious threat to the

health and safety of an employee or employees and the situation necessitates a speedy

resolution, the issue shall be 1mmed1ately referréd to appropriate committee as set forth in
Section B below '

- B. Health and Safety Committee: The Employer and AFSCME shall establish a joint
labor/management Health and Safety Committee. The parties shall ‘also establish joint
subcommittees, as needed, by work location. Issues of a County wide nature, and those
not resolved in subcommittees, shall be discussed in full committes. The full committee

and the subcommittees shall meet at least quarterly. Additional meetings shall be

scheduled as needed to assure that issues are adequately addressed.

The committee and subcommittees shall meet for the purpose of identifying and
correcting unsafe or unhealthy working conditions, including inadequate ventilation,
ergonomically incorrect equipment, unsanitary conditions, inadequate personal security
for employees, or inadequate lighting. -
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Wrtlnn a reasonable period of time after the effective date of tlns agreement the part1es
-agree {0 meet to estabhsh the composition and operation of the commrttee(s)

C. Communicable Diseases: The Employer .and the Union are committed to taking
reasonable, necessary steps to limit and/or prevent the spread of communicable diseases
in the work plaee Therefore, generally, the Employer agrees as follows:

L. To. prov1de training and/or dlstnbute written materials to employees regardmg the
 protocols for preventing the spread of communicable diseases. The extent and
'level of trammg prov1ded will vary based on the needs of the appllcable entity.

. 2. To make professional medreal counsehng ava1lable to any employee who
_reasonably believes that she/he has become infected with TB, HIV or Hepatitis B
during the course of his/her employment. The County shall make available to'the -
employee who has occupattonal exposure during the course of hrs/her '
employment to blood or ‘oody substances, a Hepatitis B vaccine or TB screening -
- test vaccing at no cost to the employee '

Specrﬂc concerns relatmg to the health and safety of employees may be referred to the
applicable Health and Safety Comnnttee ot subcommittes. -

Said comm1ttee(s) shall share necessary and relevant non-prrvrleged 1nformat1on and .
shall develop a comprehensive pelicy/policies to be applied to specific work places. The
Employer shall provide access to experts in the area of communicable diseases, as
necessary for the committee(s) to- develop and implement the pohcy/pohcres Such
experts and the1r participation shall be mutually agreed upon.

" The Employer will coritinue to make reasonable provrslons for the health and safety of its
employees during their hours of employment. The Employer also appreciates -
“suggestions from employees concerning health and safety matters and will ‘meet
periodically with the Un1on to discuss same.

Sectlon 16.3 Doctor s Statement: '

An employee who has been off duty for five (5) consecutive days or more for any health reason

will be required to'provide a doctor’s statement as proof-of illness, and shall be required to

- undergo examination by the County’s Physician before returmng to work. The exarmnatron must
be conducted-on employee s own time. . : '

For health related absences of less than five (5) days, a doctor’s statement or proof of illness will
not be required except in individual instances where the County has sufficient reasons to suspect
that the individual did not have a valid health reason for the absence. 'If indicated by the nature .
of a health related absence, examination by the County’s physrc1an may be required to make sure
that the employee is phys1cally fit for return to work. :

Section 16.4 Paychecks/Direct Deposn' :
The County shall endeavor to have checks d1str1buted in a timely manner. Pay day for the
employees and by this Agreement shall be bi-weekly. Management will endeavor to,have
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overtime checks within two weeks of the last day of the pay period, during which the overtime '

" was earned.

"~ The County will continue the direct deposit program to the financial institution(s) of the
employee's choice. The receiving financial 1nst1tut10ns must be capable of receiving dBPOSI‘[S

Section 16.5 Bulletin Boards:
The Employer will make bulletin boards or space avalla,ble for the use of the Union at all work

sites and each department. The Union will be permitted to have posted oxi these bulletin boards
notices of a routine, non-controversial nature. All other postings shall be subject to the approval

of the Department Head/Designee.

There shall be no di.stribution or posting by employees of advertisihg or political material, |

notices or other kinds of literatlire on Employer propetty other than herein provided.

Section 16.6 Sub~C0ntractmg

It is the general policy of the Employer to continue to utlhze its employees to perform work they
are qualified to perform. The Employer may, however, sub-contract where circumstances
warrant, for example for reasons of efficiency or economy.

In the event a Department intends, as part of the annual budget submlssmn process, to propose
the subcontracting of bargaining unit work, the Employer will notify the Union, in writing, of its
intent to do so. Such notzce shall be given no later than the commencement of the budget
subm1ss1on process.

, In the event of a bona ﬁde emergency that requires the temporary subcontraotmg -of bargaining
unit work, the Employer wﬂl provide the Union with as much notice as possible under the
cireumstances.

In all other instances, the Employer will nottfy the Umon in writing, at least five (5) months
prior to the commencernent of subcontractlng of bargammg unit work. -

The Employer agrees that at least thirty (30) days prior to the issuance of pubhc notice for bids to
subcontract any work performed by bargaining unit employees, it shall meet with the Union,
upon request, for the purpose of discussing the reason(s) for subcontracting and proposing
alternatives to the contemplated subcontracting. The Employer shall provide the Union, upon
request, - reasonably available and substantially pertinent information, including a cost
- comparison of the expenses the Employer pro;ects it will incur over the term of the contract if
the Employer continued to perform such services using bargaining unit employees eompared to

the expenses the Employer projects if a third party performed such services. Where the -

subcontracting is for reasons of efficiency, the Employer shall provide the Union, upon request,
with information supporting the contention that the subcontracting is more efficient. The
provision of information to the Union, or scheduling of meeting(s) at the request of the Union,
pursuant to this paragraph sha.ll not unreasonably delay the subcontractmg process.

If the Employer subsequently decides to accept a bid, it shall not1fy the Union, in wntmg, at ieast
thlrty (30) days prior to entermg mto a contract, except in an emergency.
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" The timelines provided for in the two preceding paragraphs are concurrent and not cumulative.
For example, if the Union was provided 5 months® notice on April 1, and the Employer acts in
accordance Wwith the other provisions of this Section, and work pursuant to the contract

" commences September 1, the timelines have been satisfied.

In the even the subcontracting goes forward, the Employer will work with the Union in making
every reasonable effort to place adversely affected employees into other bargaining unit
positions.

Section 16.7 Employee Development and Training: _

The Employer and the Union recognize that changes in operations resulting from technological
innovations may occur during the course of this contract. If such changes oceur, the Employer
shall give primary consideration to the Employer’s operat1ons

When technological changes are contemplated, the Employer will notify the Union in order to
negotiate those changes and their impact, if any, on the employees. In the event the affected
employees do not possess the requisite skills or knowledge to perform the required work, the
Employer shall endeavor to profile the necessary in-house training, or train an employee for
other, similar skills, or transfer the employee to a similarly compensated posmon

Section 16.8 Personnel Files:

The Employer shall maintain personnel records in accordance with the Personnel Reoord Review
Act. Upon written request to the Departmental Personnel Office, an employee may inspect
his/her personnel file at any time mutually acceptable to the employee and the Employer subject
to any relevant laws governing such files.

Any information of an adverse employmént nature which is unfounded, exonerated or otherwise
not sustained shall not be used against an employee in any future proceedings. Information not
related to an employee’s qualifications for employment, promotion, transfer, additional
compensation, discharge or other disciplinary action shall not be placed in an employee’s
personnel file or in a supervisor’s working file. The Employer shall not knowingly place in the
employee’s personnel ﬁl_e information which is false. ' '

Section 16.9 Union and Employer Meetings:

For the purpose of conferrmg on matters of mutual mterest that are not appropnate for
consideration under the grievance procedure, the Union and the Employer agree to meet
quarterly, or as needed, in each department. The Union and Employer shall each designate not
more than five (5) departmental representatives to a labor-management committee for each
department covered by this agreement to mest, at the request of either party, at' mutually agreed
upon times ancl locations. .

In addition there shall be a labor-management committee designated for the entire bargaining
- unit that may meet as needed at the request of either party composed of five (5) representatwes
from the Employer and five (5) representatives from the Umon

The parties agree that time and attendance issues are appropriate for Labor/Management
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meetmgs '

Section 16.10a_Union and County Meetings Respectlng Health Care

For the purpose of maintaining communications between labor and management in order to
“cooperatively discuss issues respecting health care coverage for all County employees, each
Local Union, the County and members of bargaining units not covered by this Agreement shall
mect quarterly through designated representatives. Each Local Union shall designate not more
than one (1) representative to the Health Care/Management Committee. The County, through its
Office of Risk Management, shall prepare and submit an agenda to the other parties at least one
(1) week prior to the scheduled meeting, which agenda shall address, among other things, issues
raised by each Local Union to the Office of Risk Management. The date and location for such
meetings shall be established by the Office of Risk Management ‘taking into account the
schedulmg CONCEIns of all County bargalmng units. :

Sectlon 16.11 Meetmg Rooms: :

- The Employer agrees to make available conference and meetmg rooms for Union meetings upon
reasonable notification by a Union Representative, unless to do so would interfere with the
operatmg needs of the Employer : :

Sectlon 16. 12 Partlal Invalldlty

In the event any of the provisions of this Agreement shall be or become mvalld or unenforceable
by reason of any federal or State law now existing or hereinafter enacted, such invalidity or

- unenforceability shall not affect the remainder of the provisions hereof. The partles agree o~

meet and adopt revised | prov151ons that Would be in conformlty with the law.

Section 16.13 Unlform Peace Officer’s D1sc1plmarv Act:
It is agreed that employees are subject to the Uniform Peace Officers’ Dlsolplmary Act. (P A 83-
981)

Sectlon 16.14 Courses and Conferences

The Employer agrees that when it des1res to send employees to courses, conferences and trammg
events, notices' will be posted in all respective departments in a timély manner. ~These
opportunities will be distributed as equitably as practical among employees to insure broad
_participation. Employees shall be reimbursed for these events subject to the availability of funds.
Approval of reimbursement and/or time to attend conferences or courses will be limited to those
. subjects related to an employee’s job, and must be obtained prior to each event. The Employer
shall pay for reasonable costs related to attendance at courses or oonferences Where an employee
is requlred to attend at the request of the Employer '

Section 16.15 Travel Reimbursement: i

Employees required to use persenally owned automobiles in the course of their employment
shall be reimbursed in accordance with the Cook County Vehicle Utilization Policy, except that
. the relmbursement rate shall not at any time be less than the maximum allowable business
standard mileage rate set by the Internal Revenue Service. Provided, however, that the Employer
will have sixty (60} days to implement any revised rates from the effective date of such rate set
. by the Internal Revenue Service. :
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Sectlon 16.17 _Americans with Disabilities Act:

- Whenever an employee (or the Union at the request of an employee) requests an accommodation
under the Americans with Disabilities Act (“ADA”), or an accommodation of an employee 18
otherwise contemplated by the. Employer the Employer, the employee, and the Union Wlll meet
. to discuss the matter. _

It is the intent of the parties that any reasonable accommodatlons adopted by the Employer
conform to the requirements of this Agreement where practicable. The Employer may take all
steps necessary to comply with the ADA. Any such steps which might conflict with the terms of
this Agreement shall be discussed with the Union prior to implementation. The parties shall
coopertate in resolving potential conflicts between the Employer’s obligation under the ADA and
the rights of the Union. Neither party shall unreasonably w1thhold its consent to the reasonable
.accommodation of an employee :

Information obtained regardmg the medlcal condition or history of an employee shall be treated
1in confidential manner.

Nothing in this section shall require the Employer to take any actlon which would V101ate the
"‘ADA or any other applloable statute

Section 16.18 Meeting Attendance
Employees required to report to D.O.C. solely for the purpose of attendmg meetings shall be pa1d
one hour’s pay for travel.

Section 16.19 B1-L1ngual Pay:
Employees whose positions require the employee to be b1lmgual or to use sign language shall
- receive an additional fifty dollars ($50.00) per month.

~ Section 16.20 Uniform Allowance: -

"The uniform allowance shall be seven hundred fifty dollars ($750 00) per fiscal year. Effective
December 1, 2018 the uniform allowance shall be eight hundred dollars ($800 00), payable
October 2019

Sectlon 16.21 Contract Implementatlon ‘
The parties will make a good faith effort to assure that this agreement shall be presented to the
County Board for approval in a prompt and t1mely manner.

" Section 16.22 Mass Transit Benefit Program:

The Employer shall provide a pre-tax payroll deduction program for transportatmn expenses in
accordance with the pol1oy enacted by the Cook County Commissioners.

Sectlon 16.23 Secondary Employment:

It is understood that employment with the Cook County Sheriff is the Employee’s pr1mary job.

In all instances, the employee will operate within the guidelines of the Department General
Order, where the employee is assigned, regarding secondary employment. Employees working
in the capacity of law enforcement officer, security guard or investigator shall furnish proof of
the secondary employer’s indemnification/liability insurance. Employees engaged in secondary
employment shall be allowed to work un11m1ted hours as long as thése hours do not affect the
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employee s ability to perform his or her assrgnments with the. employer Employees secondary
employment shall not be terminated except for just cause.

A request for secondary ernployment shall be automatically approved. The Employee shall be
required to notify the Department Head/designee in writing, including the location and phone
" number of the business in which the Employee shall be working Secondary Emplo_yment. Under
the following circumstances, Secondary Employment may be denied where the primary business
is the sale of intoxicating liquor or gambling and: '

1. The employment 1nolucles serving as a bartender and/or dispensing - 1ntox1cat1ng'
liquor;

2. The employment includes serving as a cocktail waiter/waitress; and

3. The Sheriff’s Office deems that the employment will bring discredit upon the
Department; ' '

4, The employment is security related and prior permission is not granted and the
employee has not completed the supplemental liability insurance form.

Employees who are placed on Administrative Leave without pay shall be allowed to find and’
work secondary employment without approval from the Cook County Sheriff’s Office. Such
work shall not be related to law enforcement, -security or investigative work or any work
requiring indemnity or proof of insurance as delineated above and may not in any way rely on
their ability to carry a firearm under the Cook County Sheriff’s Author1ty or rely on any training
that the Cook County Sheriff has provided.

In all instances, the Employer has seven (7) days to review a request for Secondary Employment,
and upon the passing of seven (7) days, unless denied, such request will be deemed automatically
approved. Requests shall not be unreasonably denied.

Section 16.24 Personnel Rule Changes:

When the Employer is considering modifications in its personnel policies, Work rules, or general
orders, except in the case of judicial mandates, it shall notify, the Union at least twenty-one (21)
calendar days prior to any modification, and shall discuss such contemplated changes with the
Union, pursuant to the provisions of the Illinois Public Labor Relations Act. In the event that
judicial mandates affect wages, hours, or conditions of employment the employer shall furnish at
least twenty-one (21) calendar days’ notice where possible.

Section 16.25 Prmtmg of Contracts:

The Union will have this Agreement prmtecl in booklet form. Employees shall receive a copy of
the printed Agreement. The Union shall receive a reasomable number of extra copies. The
Employer shall pay half the Union's cost of printing. :

If the Employer does not reimburse the Union within sixty (60) days of its receipt of the bill, the
Employer will be liable for the full cost of printing.
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Section 16.26 Electronic Transmission of Information:

Information provided to the Union shall be provided by electronic transmission where possible,
subject to any applicable protocol. Information currently available to the Union shall continue to |
be provided to the Union by the Employer, provided such information is reasonably available.

Section 16.27 Employee Privacy: _
Except where required by law, the Employer shall not disclose to any non-governmental third
party the home address, personal email, or telephone number of any bargaining unit employees.
Disclosures required to process benefits or to third parties who provrde services to the County or
its employees shall be exempt from this prov131on

Section 16.28 Video Cameras and GPS;
Use of video cameras, GPS, or other medlum in support of d1sclp11ne when medium supports any
allegatlons of employee misconduct

Reeordmg/ GPS/AVL Dev1ces

In order to ensure the safety of Cook County employees and to promote efficiency and economy
of operations, the County may install any recording medium in any of its facilities and Global
Positioning System (GPS) or Automatlo Vehicle Locator (AVL) on any of its vehicles and other
equipment,

~ The purpose of the recording medium, GPS or AVL is to ensure the safe and efficient use of

. County resources and not for the sole purpose of disciplining its employees. However, the
recording, GPS, or AVL may be used in support of discipline. If evidence of alleged employee
misconduct obtained through the use of video, GPS or AVL equipment is used by the Employer
to support employee discipline, the Union will be allowed the opportunity to view said evidence
prior to the imposition of discipline, except in an emergency situation, and be afforded an
appropriate time for rebuttal. Except where precluded by applicable ¢onfidentiality limitations,
. the Union customarﬂy will be provided with a copy of the evidence. i

The Union shall be allowed to review the recording medium, GPS, and/or AVL equipment. .

The_ GPS, AVL and/or recording medium shall not be used in a discriminatory or haras,sing
manner.

ARTICLE XVIT
. DURATION

Section 17. 1 Term:

This Agreement shall be effectwe on December 1, 2017 and shall remain in effect through
November 30, 2020. It shall automatically renew 1tse1f from year to year thereafter unless either
party shall give written notice to the other party not less than ninety (90) calendar days prior to
the expiration date, or any anniversary thereof, that it desires to modify or terminate this
Agreement.
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In the event such written notice is given by either party, this Agreement shall continue to remain
in effect after the expiration date until a new Agreement has been reached or either party shall
give the other party five (5) calendar days’ notice of cancellation thereafter. :

Section 17.2 Notice:
Any notice under this Agreement shall be given by registered or certified mail, If glven by the
Union then such 1_10t1ce shall be addressed to the following individuals: ‘

1. President ‘ ,
Board of Commissioners of Cook County
118 North Clark Street - Room 537
Chicago, Illinois 60602

2. Sheriff
Richard J. Daley Centér - Room 704
Chicago, Ilinois 60602

3. Chief, Bureau of Human Resources
118 North Clark - Room 840
Chlcago Mlinois 60602

If given by the Employer then such notice shall be addressed to: |

AF SCME Council 31

205 N. Michigan

Suite 800 o ,
Chicago, IT. 606061 : -

Fither party may, by written notice, change the address to which notice shall be given.
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Signed and entored intothis____ dayof _____ , 2018,

CO’UNTY OF COOK:

By | 2 207 Tz Tl
, . TONIT PRFEKWINKLE P,reﬂdt:m
_ f.i‘::-ak Cmmtr" c«f‘ Cﬂm‘lmssmnars

L
- Cook County Sherill '

ATI‘E.&%:'_ g""‘é DJ"“‘ — - . |

David D, O
 Cook County LEerk

~ UNION:.  American Federation of State, County and Municipal Employees
(AF.S5.CM.E), Counell 31 for in and on behalf of Local 2226

| BY: 4 E(’T/) e

APPROVED BY THE BOARD OF
- GOOK GCUNTY COR NV'IS IGNERS

NOV 14 201
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APPENDIX A

AFSCME 8312
JOB :
CODE GRADE - TITLE

1355, . €03 - Comectional -
' - o + Lieutenant
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APPENDIX B
Pay Schedule
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Grade

CO3 Hourdy

Bfry Aste 1stSlep 2ndiSten 3rd Step -

_ : ._ " Efiectivo Decombst 1, 2018
SCHEDULE Rl o
BUREAU OF HUMAN RESOURCES
COUNTY CORRECTIONAL LIEUTENANT - AFSCME 2226

_ Aford  Afer1  Aferi Atk Afert .
After1 - Yearsl YoarAt Yearat  Yewrdt  Yearal
. Year at 1si Zd - 3rd dth 4ih
Maxlmum’ Longevily Longevily Lengevity Longevity Longevily
Rate &'S RAale & 10 Aald & 15 Fate &18 FAale 520 Hala & 25
Yeirs  Years  Years Years  Years Yeurs
Seniee  Service Service | Barvice. Sarvice  Service
AMiflon SthiSep fhSes PhSE PlhSlen HhSlep 10MSiep TithSten
32328 83701 35135 36626 58184  30EDE 41516 4REGY . 44047 45255
EEHG24  2.606.00 2851080 283008 305472 318448 332030 342936

46501
6724z 70098 73080 78182 79422

'8,523.76 382040 372008 .
G27e6  -EBS61 (66,188 21,817 94,130 85,722
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Effeetive Septenibor 1, 2010

 SCHEDULE N
BUBREAU OF HUMAN REGOURCES
COUNTY CORRECTIONAL LIEUTENANT - AFSCME 2225

- After1  Aher1  Afterd . ARori  After1
"Aftard Yeorat  Yearal - Yesrat Yearol  Yaarab

- Yaosral i 2nd drd dih . dih .
Maximum Longavity Longavity Longavity Longevity Longovity

'Rate &5 Aate &10 Aate &15 Raja & 1§ Rate &20 Rele& 25 -
Years. . Yoars Yenrs  Years - Yesrs - Yeam
_ Borvice  Service Benice Service Servica  Servica

EntryPate fo\Step ZodSlep SrdSten 4hStep ShSlep SISt IStep MhSten HhStep JOhSHe 11hSlon

Grade
€03 Mowly - 20488 80878 34375 35493 97059  OD94B 40600 42448 QTR 44020 48160 . 47491
BilWeswy - 227728 263800 275000 286704 200072 311584 324810 230584 049702 550424 3BE260 378448
745643 77706 61011 84452 8BpYl  909A5 - 93450 98012 09,858

. Annuad . BE8203  ERSER  TIEO0
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COOK COUNTY HEALTH PLAN DESIGN/APPENDIX C — VERSION II
PLAN DESIGN AND PAYROLL CONTRIBUTIONS CHANGES EFFECTIVE
'DECEMBER 1, 2017 AND DECEMBER 1, 2020

Cook County Benefit Overview

: {performed in lab or

HMO(s) Benefits Effective until - Benefits Effective 12/1/2018
L 11/30/2017 -
Classic Blue Option Eliminated Eliminated
L . All Copays accumulate to OOP All Copays
Out of Pg;ket Max:mum - Max - accumulate to OOP Max
Out of Pocket Maximum $1,600 single / $3,200 family $1,600 single / $3,200 family
Inpatient Facility ' $100 copay per admit - I $100 copay per admit
Preventive - $0 copay (100% Covered) $0 copay (100% Covered)
Other PCP / Urgent Care ' $15 copay $15 copay -
Specialists $20 copay $20 copay
X-Ray / Diagnostic tests _
(performed in lab or S0 copay $0 copay
hospital) '
Accident / iliness $15 copay $15 copay
Emergency Room _$75 copay $75 copay
PPO - Benefits Effective until Benefits Effective 12/1/2018
o 11/30/2017 =
Deductible and Out of Copay and Deductibles do ‘Copay and Deductibles do
Pocket Maximum accumulate to OOP Max accumulate to OOP Max
- ' $350 / $700 $350 / $700
Annual Deductible (Single / Family) (Single / Family)
2x Out of Network 2x Out of Network
. $1,600/53,200 $1,600/$3,200
Out of Pocket Maximum (Single / Family) (Single / Family)
: 2x Out of Network 2x Out of Network
Inpatient Facility 90% In network / 60% Out of 90% In network / 60% Out of
network ‘ - network
| Preventive $0 copay {(100% Covered) 50 copay (100% Covered}
3 , _ 90% coinsurance after
90% coinsurance after . T
pep 525 cdpay / 60% Out of network 525 copay / 60% Out of
_ network
» 90% coi r
-$35 copay / 60% Out of network o
, - network
X-Ray / Diagnostic tests 90% In network 90% in network
60% Out of network 60% Out of network
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-hospita.')_

90% coinsurance after

90% coinsurance after

cid | . - g P
Accident / HIne;s $25 copay / 60% Out of network $25 copay / 60% Out o

‘ g network
Emergency Room=In/ - .
Out of Network $75 copay _ $75 copay
Drug Benefits Effective until Benefits Effective 12/1/2018

11/30/2017

Prescription Drugs -

~ Generic: $10 copay
Brand Formulary: $25 copay

‘Brand Non-Formulary: $40 copay

Generic: 515 copay
Brand Formulary: $30 copay .
Brand Non-Formulary: $50 -

Eye Examination

. Once per 12 months

| Retail Mail Order: 2 x retail copay
o Mail Order: 2 x retail
Generic Step Therapy PBM'’s generic step therapy PBM'’s genetic step therapy
‘ _ _program ' program
Mandatory Maintenance Mandatory mail-order for . Mandatory mail-order for
Choice ' ' maintenance maintenance
‘ drugs - drugs
Vision Benefits Effective until | Benefits Effective 12/1/2018
 11/30/2017 , B
S0 copay $0 copay

Once per 12 months

$0 copay standard uncoated

$0 copay standard uncoated

'Eyeglass Lenses* plastic plastic
| : Once per 12 months Once per 12 months
~ $0 copay up to $100 / Amount $0 copay up to $100 /
Framés ~ over$100 Amount over $100
, less 10% less 10%
Once per 24 months Once per 24 months
| contact Lenses* $0 copay up to $100 $0 copay.up to $100

- . Once per 12 months

Once per 12 months

*Either eyeglass lenses OR contact lenses aie covered every 12 months
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Cook Coﬁnty Benefit Overview (Cont.)

Dental HMO

Benefits Effective 12/_1/2015

Annual Deductible

$0 (None)

None

Benefit Period Maximum

‘| Preventive

- Requires a Maximum
~Allowance .
Includes 2 exams / cleamngs
- per benefit
period;
Includes fluoride treatments A
under age 19,

| Basic Benefits

Requires a copayme_nt for
each specific
service;

-Copayments equal a d;scount

, L of
approximately 70% .

Major Services -

Requires a copayment for |
- each specific
service;

| Copayments equal a discount

of
approximately 60%

Orthodontics

~ Requires copayments;
Copayments equal a dlscount
of .
apprommately 25%,
Max one full course of
treatment for
dependent children under 19

Dental - PPO

Benefits Effective 12/1/2015

‘Annual Deductible

~ $25 Individual / $100 Family

- AIn’
network).

$50 Indnndual / $20.0 Famlly

{Out of
network)
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 Preventive o
(2 exams / cleanings per
Benefit Period)

100% of Maximum
Allowance (In
" network)
80% of Maximum Allowance
(Out of
network)

Primary Services
X-Rays
Space Muaintainers

80% of Maximum Allowance
(In
network)
60% of Maximum Allowance
- (Out of
network)

Restorative Services
Routine Fillings

80% of Maximum Allowance
- (In network)

60% of Maximum Allowance

~ (outof
network)

Emergency Services

80% of Maximum Allowarice
(In .
" network)
80% of Maximum Allowance -
- (Out of
network)

Endodontics

80% of Maximum Allowance
. {in
. network)
60% of Maximum Allowance
(Outof
. network)

| Periodontics

80% of Maximum Allowance
.- {In
network)
60% of Maximum.Allowance
(Out of
network)

Oral Surgery

80% of Maximum Allowance -
AIn
" network) _
60% of Maximum Allowance
(Out of
network)

Prosthetics

50% of Maximum Allowance
{in and out
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_of network)

_ 50% up to a lifetime max of
Orthodontics $1,250 {(In and out of
' network)_

Cook County Benefit Overview (Cont )
; Employee Contributions — As a Percentage of Salary (Pre-Tax)

Effective
‘Blue Advantage HMO | 12/1/2016
" Employee Only 1.50%
Employee + Spouse . 2.00%
Employee + Child{ren) - 1.75%
Employee + Family 2.25%
Effective
PPO - 12/1/2016
\ 'Employee Only 2.50%
Employee + Spouse 3.00%
Employee + Child{ren) - 2.75%
Employee + Family 3.25%
Dentai Effective _
_ 12/1/2016
HMO $0
PPO . .80
Visioh . Effective
_ 12/1/2016
Vision Plan | . S0
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Side Letter
Travel Reimbursement Policy

Cook County and AFSCME Council 31, AFSCME locals 1111 1178, 1276, 1767 2226, 3315,
3477, 3486, 3692, 3696, 3958, and 3969 agree that Cook County will recommend to the Cook
County Board of Commissioners that the followmg revision of the Cook County Travel
Relmbursement Policy be made ' .

) Current Language

" The Transportation Expense Voucher shall be approved by the Department Head ora de51gnated
representative, who shall sign the original copy of the Transportation Expense Voucher. The

~original Voucher shall be sent to the Comptroller's Office by the 10th day of the following
month in which the travel expénse was incurred. Transportation Expense Vouchers
submitted 60 days aﬂer the end of the month in which travel expense was incurred will not be ..
reimbursed. A copy of the Transportation Expense Voucher shall be retained by the departrnent :
and the employee :

,Proposed Revnsmn

-In order to be ehglble for rennbursement the employee IIlllS’E submit the Transporta‘uon Expense
Voucher by no later than the 20™ day of the month following the month in which the travel
. expense was incurred unless the failure to submit a voucher within the 20 day period is due to
extraordinary circumstances. The Transportation Expense Voucher shall then be reviewed and
approved by the Department Head or a designated representative, whose signature will represent
his or her representation that he or.she has reviewed the voucher and that the information
contained on the voucher is complete and accurate. The Departrient must submit the Travel
Expense Voucher to the Comptroller's Office by no later than the 60t day after the end of the
month in which the travel expense was incurred. An employee who submits a voucher within .
the 20-day submission period, as described above, will not be denied reimbursement for failure
of the Department to timely submit the voucher to the Comptrollers office. A copy of the
Transportation Expense Voucher shall be retained by the departrnent
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Side Letter
Shut Down Davs

The Employers agree that they will not 1mplement any shutdown days from the date of
execution of this side letter through the termination of the collective bargaining agreement. This
Agreement shall automatically ~expire upon Cook - County Board of Commissioners’
ratification of the successor agreement. This agreement is non-precedential and shall not be
used by either party in any proceeding except to enforce its terms. Further, the parties do not
- agree that by executing this agreement the Union nor the Employers waive any positions,
rights, claims or defenses regardmg shutdown days
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Side Letter
Sick Leave Bank

Within s1xty (60) days after rattfication by the Cook County Board of Comm1ss1oners the parties
agree to meet and appoint a joint committee composed of representatwes from the Sheriff of
Cook County and AFSCME Council 31 to draft a mutually agreeable twenty (24) month pilot
program for a sick leave bank, which will be put into a memorandum of understanding between

the parties. -
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‘Side Letter
Injury On Duty Leave -

Employees incurring an ‘injury. on duty will be covered by the Illinois - Workers
- Compensation Act. Members who notify their supervisor in writing' on forms specified by Cook
County Risk Management of any on-duty injurics within forty-eight (48) hours or as soon as
possible if medically uriable to do so, of the occurrence of the injury shall be paid at their regular
wages for up to thirty (30) days pending determination of eligibility for workers compensation.
Employees are required to cooperate and provide prompt information as requested during the- -
determination of claim eligibility process and throughout the duration of their workers
‘compensation claim. Employees whose injuries are deemed to not be duty related will feimburse

~ the County for wages paid in the interim by subs’ututlng sick days, vacation days, or other

accumulated time due, reimbursing the County for such wages if the member has no available
: accrued time. However, such reimbursement shall be held in abeyance pending any claim filed
before the Illinois Workers Compensation Commission. This section applies to tangible,. -
physmal 1n_]ur1es that are substantlated by a Med1cal Doctor. -. - - S
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Slde Letter
Benefit Time Usag_

Cutrent Benefit Time Increments: 7

It is the Employer’s intent to maintain the inctements set forth herein during the term of this
' Agreement. In the event the Employer desires to change or revise the increments set forth herein
for legitimate. 0perat1onal needs, it shall notify AFSCME Council 31 in writing, and upon requeést
negotiate (within the meaning of the Illinois Public Labor Relations Act) such change(s) or
. rev1510n(s) - : - : . _
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Memorandut_n of Undersfanding

Local 2226 P.ay Schedule

* The parties agree to the following rrega:rr_dihg the adoption of the Policemen’s B-enévolent Labor
Committee Representing Court Services Lieutenants” (PBPA) pay schedule for bargaining unit
employees:’ L ' ' : R

Per Section 6.1, the parties agtee that on December 1, 2019 bargaining unit employees will move
" to the pay schedule that is in effect for PBPA on that date and that schedule shall become the
‘new AFSCME pay schedule for Local 2226 bargaining unit members. In the event the Employer
reaches agreement with PBPA (either through voluntary agreement or interest arbitration) prior -
to December 1, 2019 for a successor collective bargaining agreement covering the period 2017-
2020, and such agreement provides for an across the board increase in the Court Services
* Lieutenarts pay schedule during FY 2019, such increase shall be applied to the Local 2226 pay

-schedule effective December 1, 2019. If such a_g,reémeﬂt is not reached until after December 1,
© 2019, but provides for an across the board increase in the Court Services Lieutenants pay
schedule retroactive to FY 2019, such increéase shall be automatically applied to the Local 2226 .
. pay schedule, except that such increase shall not be effective for any period prior to December 1,
2019. This pay schedule will be increased by 2%. September 1, 2020 and will remain’ the -
- AFSCME pay schedule in effect for bargaining unit employees subject to future negotiation by
the parties. - : R o : :
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